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ABSTRACT
Online higher education is a boomimglustry;however,concerns have been voiced
about the quality of online education. Asignificantparticipant in the online
environment, the online faculty member playsasentiatole in the delivery of quality
online educationYet, researclon online faculty and their experience is limited. With
high turnover rates and the quality of online ediocacoming into questigrthis mixed
methods study sought to gain a mor&épth understandingf the predictors of online
facultyds organiTahet iderdadlvesymmieticosordt .of f acu
educational experience as a student, their higlaesed degree, employee status, length
of employment, perceived organizational support, and leader member exesahgg
relate to their organizational commitmeverechosen as the predictor variables in this
studyand assessed through and online surieptal of 101 online faculty membeet a
private postsecondary university in the southeast UnitedeStaarticipated in this study
A 1-way ANOVArevaaleda positive relationship between
employmentand their organizational commitmeRte a r $ aometatsonsshoweda
strong positive relationship betweparceived organizational supparid leader member
exchange sithey relate torganizational commitment. A followp stepwisenultiple
regression analysievealedhat perceived organizational support was the main
contributor to online facultyds organizat:.i
were supported bthe analysis othef a c u dualitativesesponseggevealing a strong
desire for faculty members to be suppoitethngible multifaceted ways by their

institution and their supervisor.
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CHAPTER 1:INTRODUCTION TO THE STUDY
Introduction

Online education has become a popular means of attaining a higher education
degree (Cochran & Benuto, 2016). While trends in residential enrollment decline, online
education has continued to rigdlen & Steaman, 204; Martin et al., 2020)n the
United States alon@early 6 million students were enrolled in at least one online course
in 2016(Reyes & Segal, 2019Predictionsndicate this trend will only increase with
technological advancemsd intensifying demand with projections indicating online
education will be internationally mainstream by 2025 (Palvia et al., 2018). Online
education has the ability to provide education to an increasingly diverse popthation
would not have access traditional brickandmortar institutionsWith the potential to
reduce the cost of education to institu@md studerstalike it is easy to understand why
nearly half of postsecondary institutions in the United States have adopted online learning
(Xu & Xu, 2019).

However, in light of the increased popularity and demand of online education,
concerns have beeaised about the effectiveness and quality of online education
(Kebritchi et al., 2017)Additionally, students tend to struggle with futiypline courses
(Unger& Meiran, 2020).Emerging research has identified the main source of these
struggles as the difficulty with enabling human interaction in an osgtteng(Robinson
etal.,2017).0Oneofon | i ne st sodree ofthgni@an imeaaiction is their instructor.
The ability of the online faculty member to create a human connegiibriheir student
and facilitate their learning experience is crucial toshte u d e n t @Psotossaltistc e s s

Baum, 2019).



To a large degre¢he ability of the faculty member to perform their role is shaped
by their relationshigwvith their institution(Afif, 2018; Lovakov, 2016 Maiti & Sanyal,
2018. In the research communijtiis relationship is often desised as an empl@g s
organizational commitmenA(-Jabari & Ghazzawi, 20}9It has been well documented
that higher levels of employee organizational commitment often lead to many valuable
outcomes for the employee and organizatkaplan& Kaplan,2018 Kawianaet al.,
2018; Loan, 2020vilohamedet al.,2021). Research on organizational commitment of
faculty has chiefly focused on uHaveverst andi
concerning trends of online faculty turnover regeaheed tonvestigate online facylté s
organizational commitmerih a manner that appreciates the differences between online
and residential instructioérkin et al., 2018Mathews, 2018Nawaz & Pangil, 2016

Background

There is arich body of researchdeticmad t o t he i mportance of
organizationatommitmentOrganizational commitment ane mp | o feairgdas
connection and dedication to their emplgyehich isaffected by many contributing
influences(Reeder, 2020 Pay, achievement, workinguditions, stress, and many other
factors can affect an i ndlLietiald20ld] 6s organi z
Organizations whose employees enjoy high organizational commitment see greater
company health angerformancekhidoet al.,202Q0 Hanaysha& Majid, 2018 Kaplan
& Kaplan,2018 Karamiet al.,2017 Kim et al.2018 Mustafa,et al.,2020).
Organizationatommitment has also been studied as it relates to employee burnout,

turnover, professionalism, employee retention, and empowermlemtsd,et al.202Q



Brownet al.,2019 Jordan et al., 2017, Mathews, 2018Mohamecdet al.,2021; Nawaz &
Pangil, 2016Sartosoet al.,2018.

Common predictors of organizational commitment across industrg itygede
perceived organizational support, effective leadership, job satisfaction, motivation,
psychological contract fulfilment, and persorganization fit GrantVallone & Ensher,
2017 Hanaysha & Majid, 2018lehanzel&. Mohanty,2018 Quratulainet al., 2018;
Soares & Mosquera, 2019ahaya, 2016 When employees do not have the protection
of these predictive factgrtheir work and personal outcomes suffers well
documented that employees whesesonal resources are overtaxed by work stress
experience conflict between walike demands, and insecure contingent working
arrangementpresenthallenges to thewrganizational commitment &lukder,2019
Watson et al., 2021)

Given the importance of employee organizational commitment to organizational
outcomes, it can be reasoned that organizational commitment could be an important
factor in online education outcomes as Welina, 2018)While some resach exists on
the relationship between organizational commitment and educational outcomes, most of
this research has focused on residential delivery platf{viagi & Sanyal, 2018Singh
& Thurman, 2019)Research on traditional residential educationthgislighted the
benefits of the residential community and culture for both ste@et faculty, with
many reporting significant benefits from outsilethe-classroom interactions as a
primarykey totheir success (Astin, 1993; Lundberg, 20@milarly, asense of
community in the residential setting has been shown to be a predictor of faculty and

student satisfaction (Arneson, 2011).



Challenges for residential faculty in their ability to perform their job well have
identified the time commitment of adnistration tasks, tenure process, faculty reward
structure, and the difficulty in balancing pressures to research and publish while also
teach (Arneson, 2011). Furthermore, residential research has highlighted the impacts of
job stress, job engagemendbjsatisfaction, and organizational structure as powerful
correlatst o f acul tyds or gani z aol7).oodemandsandmi t me nt
characteristics of residential faculty compared to online faculty present significant
differences. Given the pfarm differences between online and residential education, the
role of theonlinefaculty memberhas naturally shifted to be more of a facilitator for
education (Woldeab et.aR020). Research on residential higher education makes certain
assumptionsibou who students are as well as their needs in the clasgtdohterman
& Bloom, 2019) On averagghe online student varies in the life stage and wibek
demands as well as greater demographic diversity as compatedi¢nts imesidential
4-year insitutions (Newman et al., 2018u & Xu, 2019) These variables have made the
applicability of research on residential faculty tenuous and theoretically imprudent for
online faculty.

Therefore, organizational commitment has been shown to be related to
educational outcomes, albeit in the residential delivery format. The uniqueness of online
educaibn necessitates an exaration of organizational commitment among online
education facultyOf additional concern is the growing trend in contingent online adjunct
work, which occurs when the faculty member is-b@mefited and is not guaranteed slas

assignmentl(una,2018) Thi s precarious nature of the



relationship with their institution has impacted g h e r edllwre,zlimate and s
structure Moustafaet al.,2019 Sabir& Bhutta,2018.

Research trends in orgaational commitment align with a biblical understanding

of manés r el at i on s hiapversautcdmeswhatrate seemwdene x p | a i

working conditions are subpar. Screamqt ur e

therefore i nityanddesie th créabechridhavarblatibnshipene of the
first recorded interactions between God and n&od gave man a purpqsa job,to
name the animals and be a caretakehe gardenKing James Biblel769/2017
Genesis 2:19). Clearly theiea Biblical imperative for man to engage witlwposeful
work alongside each other to produce a desired outcome.

As a refl ect i,mnanfuadtionghest vwhen bdeeatesinglar the
protective hierarchy of allegiance to serve the Lord above self and ¢ithegslames
Bible, 1769/2017Colossians 3:224). Man is designed to have a purpose and industry in
his relationship with work, which has been reflected in researchlbngs (Kemsley,
2018;Kim et al., 2018. Also reflecedin research is the observation thdten there is a
healthy relationship between the employee and the employebénodiit(Eisenberger et
al., 2016King James Biblel1769/2017Ecclesiastes 4:®roverbs 27:17).

Challenges and issues facing employee commitment and other work outtaymes
also beconsidered through a Biblical perspective. As a challenge to the underpinning
selfmotivations of the social exchange thedoy which most employee camtment
research is foundea Biblical understandingoints to the commitment of the believer to
serve the Lord in their work. Both research and scripture offer great insights inbosGod

designed nature of work and conditions best for employee commjthoenéver, little is

h



understood about teeconstructs as they impact the unique population of online faculty.
To address #seissues, the goal of the present study is to gain a better understanding of
online facultyy erganizational commitment.

Problem Statement

With the quality of online education coming into questiois important to
understand the key factors that contributenedd¢oncerning trends seen in this fieXai
& Xu, 2019).Poor student outcomes, faculty turnover, and the contingent nature of
online adjunct work have been identified as concerning trends in online higher education
(Kebritchi et al., 2017Luna,2018 Mathews, 2018 Much research has been dedicated
to understanding the reasons for the issues seen in higher edugdtiaonsiderable
attention being given to the role of the faculty membiewever, much of this research
has been conducted in residensiettings Maiti & Sanyal, 2018Singh & Thurman,
2019).Similar to the residential setting, the primary factors in the online environment
include the course/learning platform, the student, and the faculty member, yet, there are
drastic differences betwedme role and experience of a residential faculty member and
an online faculty membeN@bi, 2020, Woldeabet al., 2020).

Distance educatigrioy natureis conducted with the faculty and the student in
different locations and is often asynchronoNg(woudt,2020. The nature of online
education challenges the ability of the student and faculty to develop a relationship,
which has been identified as a major factor contributing to student issues in online
coursegXu & Xu, 2019).As the primary meansf human interaction in the online
setting the faculty member plays a critical role in the outcomes of the online learning

environment Kebritchiet al.,2017 Protopsaltis & Baum, 2019)



Among factors related to a faculty member's performance in heghmration is
organizationatommitment. Organizational commitment has been shown to be related to
facultyods job satisfacti on, 20i8Mathews,er i nt en
2018. While robust relationships between various outcomes and facgiyiaational
commitment have been seen in higher education research, most of this research has been
conducted with residential faculivaiti & Sanyal, 2018Singh & Thurman, 2019
Given the unique nature of an online faculty member's relationshigheithinstitution,
research on organizational commitment must be conducted with online faculty as well.

As increasing amounts of higher education are being offered in an online setting the
relationship between the faculty and the institution has chamngedstafaet al.,2019
Sabir& Bhutta,2018. How faculty engage in their work is influenced by many fagtors
including pay, status, achievement, stress, leadership, and job insdoumiy2018
Reeder, 202QZamin& Hussin,2021). The construct oémployee organizational
commitment centers on understanding such faciess(& Silva, 201%.

Organizational commitment has been linked to important outcomes such as
employee performance, turnover, job satisfaction, and organizational effectiveness
(Akram et al.,2017 Novitasari,et al.,202Q Osibanjoet al.,2019 Yahaya, 2016Zhou
& Li, 2021). In light of the connection between organizational commitment and
empl oyee/ organization outcomes, it is reas
organizationecommitment plays &ital role intheir job performanceHowever, there is
a paucity of research on organizational commitment in online faciNgn the nuanced
nature of online facul ty hoeresealclarieedstalszehi p wi

cnducted on the influencing factors that c



commi t ment. A better understanding of onli
has important implicationfor studens, faculty, and institutions alikeSrantVallone &
Ensher, 2017; Kebritchi et al., 2017
Purpose of the Study

The purpose of this mixed methods stuhsto explore the factors that
contributetoonlinéd acul t y6s or ga n iSpeaificallg thimdtudyc o mmi t me n
examinglt he del i ver y previolseddcational eXperienoel as aystudent,
their highest earned degree, em@estatus, length of employment, perceived
organizational support, and leader member exchaadeey relate to their organizational
commitmer.

Research Question(sand Hypotheses

Research Questions

RQLWhat is the relationship between the

educational experience as a studentinegresidentialmixed) and reported

organizational commitment in online faculty?

RQ 2: What is the rel at ihghesteducagiionlbeeet we e n

(DoctoratéSpecialistMastersBachelor$ and reported organizational

commitment in online faculty?

RQ 3: What is tle relationship betweesmployee statubénefitednon-benefited

and reported organizational commitment in online faculty?

RQ4 What is the relationship da@tween f a

reported organizational commitment in onlfiaeulty?



RQ5: What is the relationship between facoltperception of organizational
support and reported organizational commitment in online faculty?
RQ6What i1 s the rel at repontedbadep membetr ween f ac.t
exchange and reported organiaatl commitment in online faculty?
RQ 7: How do online faculty describe what it means to be committed to their
employing institution?
RQ 8: How do online faculty describe the factors that contribute to their
commitment to their institution?
RQ 9: How do anline faculty describe what their employing institution can do to
improve their organizational commitment?
Hypotheses
Hypothesisl: There is aelationshippb et ween f acultyds previo
experience as a student, online/residential/mixed, andteepborganizational
commitment in online faculty.
Hypothesis2Ther e i s a rel ati ons ighpst bet ween f
education leve{DoctoratéSpecialistMaster¢Bachelory and reported
organizational commitment in online faculty
Hypothesis 3There is a relationship between employee status (benefited/non
benefited) and reported organizational commitment in online faculty.
Hypothesist: Ther e i s a relationship between f
and reported organizational cortment in online faculty.
Hypothesiss: Ther e i s a relationship between f

organizational support and reported organizational commitment in online faculty.
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Hypothesis 6: Thereisrael ati onshi p between facul tyd
and reported organizational commitment in online faculty?
Assumptionsand Limitations of the Study

Faculty are a very busy body of participamisd the time commitment of another
work-related tasks may feel like a burden to them. It is reasonableutmedisat longer
term commitments of a research study will produce fewer participants and poorer follow
through therefore, a short online survey method has been chosen to reduce this burden.
Also, given that faculty will be recruited from their employinguersity presents several
Issues to be considered. Faculty negranswering questions about their job and their
commitment to their university, which may dissuade them from participation or authentic
responses. Of additi opesdnal mleasaeemberofshet he r e
online faculty community. Not onlglid the researcher have to disclose their potential
conflict of interest to the facultyput theyalsohadto ensure that theyereonly
recruiting from departments outside of their influe e . Furthermore, the
experience as an adjunct instructor will have given them preconceived theories and
beliefs about this topic, which can alter how the research is conducted and interpreted.

Limitations of this studyesultedirom theunique nature of the population being
recruiting. Sinceheuniversity where faculty ererecruited froms a private evangelical
institution, the findings may not be easily generalizable to the larger field of higher
educatiorfaculty. The rational for limiting the population of this study to thmsversity
is for the convenience of sampling and to establish a baseline for future research on the
predictors of organizational commitment in other populatibna.situation such as this it

is of paramount importance that these challenges and limitations be mediated with a clear
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explanation of the researcheros relationsh
and perspectives of expert researchers and the institutional review board
Theoretical Foundations of the Study

Thetheoreticafoundationof this studyis centeredn the socialexchangeheory.
Developedasa synthesiof behaviorisnprinciplesandbasiceconomicsthe social
exchangeheoryexplairs how peopleengagen groupsdeterminedy perception®of
individual coss, rewardsjossesandprofits (Beebe& Masterson2020).Thistheory
holdsthatindividualswill likely continuein arelationshipf theyevaluatehemselvess
beingin a stateof profit, wherethey havemorerewardsthancosts(Jaiswalet al., 2020).
Commoncostsfor employeesncludeanxiety,time, effort, andstresswhile rewardsare
seenin gratifying outcomef satisfactionpurposeachievementanda senseof
belonging. Whenconsideringemployeeorganizationacommitmentthe socialexchange
theoryaidsin theunderstandingf the predictiveeconomidbalancebetweeremployee
andorganizationafactors(Zoller etal., 2018).

Allan andMyers (1991)threecomponentnodel(TCM) of organizational
commimmentwill beusedasatheoreticafoundationaswell asprovidingthe
measuremerfor the construcof organizationatommitmentThe TCM modelnotonly
describeghe employeés psychologicaktateof mind towardtheir employer butit also
predictstheir willingnessto continueto work andthe degreeof their dedicationto their
work (Allen & Meyer,1990) Within this modelemployes areseenashavingthree
componentso their organizationatommitmentthe affective,normative,and
continuancecomponentslescribehedesire obligation,andnecessit of thee mp | oy ee 6 s

relationshipwith their organizationCeséario& Chambel2017 Ahuja, & Gupta,2019.
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A Biblical perspectiveon the natureof work andhealthyworking conditions
offersfurtherfoundationdor this study.Manwascreatedn G o dithageandgivena
purposgKing JamesBible, 1769/2017 Genesidl:31). As areflectionof G o d anaracter
manis a capableof creationandwasgiveninstructonsto cultivate,maintain,subdue,
andrule overtheearth Work asGodintendedwasdeclaredyood however with thefall
ma nrélationshipwith work andotherschangedlssuesandchallengesn theworld of
work canbeunderstoodisa productof thefall. Likewise,conditionsthatpromote
healthywork circumstanceandoutcomescanbeunderstoodhroughG o d gyescriptions
for honestwork, fair treatmentanddedicationto Him (King JamesBible, 1769/2017
Ephesiang:28; Matthew6:24; Proverb27:17).The benefitsof commitmentnotedin
researclareaproductof G o ddesignfor ma nrélationshipwith hiswork, purposeand
identity.

Definition of Terms
Thefollowing is alist of definitionsof termsthatareusedin this study.
Online Higher Education. Postsecondareducationthatis offeredvia aform of
technologyto allow the studento be ata differentlocationthantheir
institution/instructo(Woldeabet al., 2020. Online highereducatiorcaneitherbe
synchronouswherethefaculty memberandthe studenimeetat the sametime or
asynchronousyheretheydo not meetat the sametime andperformtheirroles
independenof time constraingNieuwoudt,2020.
Online Faculty. Oftencalledadjunctfaculty, online faculty performtheirwork ata

differentlocationthantheir studentgSingh& Thurman,2019. Onlinefaculty course
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loadis contingenton the enrollmentof studentsn a givensemesteandis notguaranteed
(Hearn& Burns 2021).

Organizational Commitment. The psychologicaktateandfeelingsof connection
employeesavetowardtheir organizationAl-Jabari& Ghazzawi2019 Dias& Silva,
2016).

Affective Commitment. Thisreferstothee mp | o gneto@akonnectiono the
objective,values,andgoalsof their employingorganization Affective commitments
oftendescribechsthee mp | o i w & BriseXor continuingwith their relationshipwith
thecompany(Allen & Meyer, 1990 Reeder2020.

Normative Commitment. Normativecommitment,s the degreehe employedeelsthat
theyfi s h oar i d © g bstaywith anorganizatiorbecausét is theright thingto do
(Allen & Meyer,1990.

Continuance Commitment. Continuance&eommitmenion the otherhandrefersto the
empl ofyee édhavet ostaywith theorganizatiordueto theevaluationof the
costof leaving(Allen & Meyer,1990.

Level of Education. F a ¢ u persgnalsghestievel of educatiorexperiencevill be
describedasdoctoratespecialistmastersprb a ¢ h edegoegBosip& Evmenova,
2019)

Education Delivery Method. Thenatureof f a ¢ u degrgewhetherit wasattended
onlineatadistancein personfaceto-face or a mixtureof both (Rhodeetal., 2017).
PerceivedOrganizational Support. Thedegredo which anemployeebelievestheir
organizationis readyto meettheir needsyaluestheir contributions andcaresabouttheir

well-being(Eisenbergeetal., 2016).
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Leader Member Exchange.Thetwo-way relationshipbetweeneadersandfollowersin
anorganizatiordeterminedy the quality of theinterpersonaéxchangebetweenhe
dyad(Graen& Uh | ,B998.n
Significanceof the Study
Many of the theoretical understandings gnalctices of online education have
been adopted from residential settings. However, the differences between online and
residential settings make these theories and practid@tinlly and potentially unsuitable
to the online environment. Contributingttee theoretical understanding of this field
would help to correct the theoretical shortcoming that are currently dominating the field.
With a greater understanding of the contri
commitmentinstitutions canmplement this knowledge into their hiring practices,
training, and management of their faculty. Targeting individuals who are a good fit for
the online environment can prevent turnover, frustration, and valuable time loss for both
faculty and managemenfraining and professional development techniques that are
specific to the needs of online faculty can be informed by the potential findings of this
study. Time and resources that are spent gaining and retaining quality online faculty can
be best utilizedy uni versities 1 f they have a better
Il n sum, improving online facultyds organi z
implicationsfor the quality of online education.
Summary
Onlineeducatiordrawsmuchof its andraggy from the understandingnd
practicesormedby thelong-standinghistory of residentialeducation Furthermorethe

majority of the availableliteratureof teachemorganizationatommitmentcenterson K-12
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teacherandresidentiabd-yearinstitutions(Maiti & Sanyal 2018;Singh& Thurman,
2019).While thereareimplicationsto be madefrom this researchtheseconstructhave
beenunderstudiedstheyapplyto online highereducatiorfaculty, which haveunique
challengepresentedby thedelivery platform of onlineeducationThe primary purpose
of this researchs aimedat gaininga betterunderstandingf concerningrendsseenn
thefield of online highereducationThe quality andeffectivenes®f online educatiorhas
comeinto questionandthe ability of thefaculty memberto overcomethe challenge®f
distanceeducatiorhasbeenidentified asoneof the mainwaysto improvethenegative
trendsin onlineeducationKebritchietal., 2017).
Furtheringtheissuedacingonlineeducationthereis a concerningtrendin online
faculty turnover(Larkin etal., 2018;Lovakov,2016. Researcthasshowna contributory
relationshipbetweerorganizationatommitmentandmanyvaluableindividual and
organizationabutcomegReeder2020).With thisin mind, the hopein understanding
whatfactorscontributeto onlinef a c u drganjizéati®natommitments to highlightthe
importanceof therole of theonlinefaculty memberaswell asstressheimportanceof
theirrelationshipwith their universityasa potentid conduitfor betterstudentfaculty,
andinstitutionaloutcomesin thenextchapter a literaturereview of pastresearcton
organizationatommitmentandcurrenttrendsin online highereducatiorwill be

presented.
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CHAPTER 2: LITERATURE REVIEW

Overview

In this chapterthe theoretical frameworks that support the foundation of
organizational commitment research will be examined. Next conpreshctorsof
organizational commitmermindcommonlyassociatedariables in research will be
discussed. Additionally threats to argzational commitment will be considered.
Organizational commitment in traditional education settings with the nuances of
contingent working relationship will be used to explain trends and challenges in the field.

Lastly, online education and the differees between residential and online
education platforms will bexploredas well as the scarcity of research related to online
faculty to conclude the scientifliterature reviewon this topic. To address a Biblical
perspective on organizational commitrheseripture and Christian principles related to
the constructovor k and Godés intended design for h
considered. A conclusiownill provide a comprehensive synthesis and analysis of both
scientific research findings and Bibliaahderstandings of organizational commitment
particular to the role of online faculty.

Description of Search Strategy

The literature search strategy for this research utilized google scholar, EBSCO,
Psyc INFO, ProQuest, and APA PsycNet databases. Thichseas refined with the
delimitations of full text online, peeeviewed journal article, and within the ldise
years. Search wo,r disi nasterl wadtedd, Aff haicqul @éry e d u c ¢
and Aorgani zati onal cfaundations of thedtudgawoldor t he b
search was conducted for the words fAwor ko,

dictionary and lexicon information.
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Review of Literature

Organizational commitmeihtas beemperationalizedas mp | oy e e s 0
psychological state and feelingsawnnectiorntoward their organization{-Jabari&
Ghazzawi, 2019Dias & Silva, 2016)Across industry typeorganizational commitment
is linked toreducedemployeeurnoves andbetterquality produci{Doll, 2019 Donovan
& Payne, 202]1Erlanggaet al.,2021 Kose& Kose, 2017) The success of organizations
is largely derived from the quality of its human resources; therefore, it is important for
organizations to care about how their employees are suppoddwantheir employees
feel about their organization (Dias & Silva, 20E&ko et al., 2018utri & Setianan,
2019.
Organizational Commitment Models

Thesocial exchange theory is the theoretical foundation for maagions
related researcfCropanzan@& Mitchell, 2005). In early researchorganizational
commi t ment was believed to be a singul ar
and collectiveaction (Jaiswal et al., 2020). Howevier 1958 sociologist George Homans
developed the social exchange thelooyn a synthesis of basic economies and
behaviorism principleto explain how people participate in groups via the mechanism of
cost, rewards, kses, and profits (Beebe & Masterson, 202jis issued the behavioral
perspective on organizational commitment research (Jaiswal et al., 2020)obtsre ¢
often come in the form of time, stress, anxiety, and effdrile rewards are seen in
gratifying outcomes of achievement, satisfaction, purpose, and a sense of belonging. The
centralpresumption of the social exchange theory holds that so long as an individual

evaluates themselves as being in a state of pndgigre they have more rewards than

c
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costs then they will continue in the relationship or group. Within this theory decisions
are based on a predictive economic bald@cdler et al., 2018)The underpinning
mechanisms within this theory that predict how an individual feels about a relationship
are based on three main factors. First, as discussed,dbekeis a cogbenefit analysis
that calculates the value of a relationship base on possible benefits and losses. The related
second and third mechanisms #tirecomparison level and comparisonééof
alternatives. Comparison level highligimtse o p | e 6 s frrglatooshipstgivea n s
past exchanges in other relationships/groups. Comparison level of alternatives comes into
play when individualbelievethat a better alternative is possible. &dhconsidering the
relationship employees have with their organizatibase social exchange mechanisms
tie in nicely with the phenomenon of turnover and employee retemasonell as setting
the framework for different forms of commitment seen in latganizational
commitment theories such as Allen and Meyers three component tiAdlary & Meyer,
1990.

Drawingmainly from the social exchange thedApward Becker proposed that
similar to comparison level mechanispeople make decisions based on the assumptions
they gained from previous decisiofdaiswal et al., 2020)n this decisiormaking
processpeopl e | ink what he referred tae as HAsi d
dependent on the success of their main bet. In his side bet theory, Becker deemed that the
main bet for an employee was the continuation of their job. Side bets could come in the
form of anything of value that the individual has ineesh, such as tnhe, status, effort,
and money that would be lost if their employment ended. The more side bets that are

waged on the success of the main bet the more committed the employee Mithiee.
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same era of research, Rosabeth Kanter contributed to the undexgtintuman lgalty
and commitment to a social group with her study on the commitment mechanisms in
utopian communities (Kanter, 1968). Linking socialization theories and motivation
models Kanter concluded that successful organizations or groups utieaeztal
commi t ment producing strategies to bind
The personbés commitment i s seen as havi
control elements. Here continuance commitment primarily involves the indiédu
cognitive reasoning or conclusion that remaining in the groups will being them profit.
Cohesive commitment involves the indivi
orientations that binds them to the group. Lastly, the control elemecdsnohitment
i nvolve the absorption and obedience of
authority. When a group and individual bind in cognitive, affective, and moral ideglogies
commitment will be high.

In a summary of the research at that timewday et al. (1982¢oncludedhat
there were methodological and theoretical shortcoaimthe crosssectional nature of
most of the foundational research@mmitment He instead insisted that employee
commitmentcould beseen on a behaviorattitudind cont i nuum, wher e
expectations play a large role in how they will develop their sense of commitment to the
organization over timeln this period of scholarship, the focus shifted to the
psychological attachment employees have toward ¢inganization and moved away
from the tangible investmeframeworks (Jaiswal et al., 202@urther acknowledging
the employe@ s in thd development of commitmeiitisenberger et al. (1986) began

his research on the coined term of perceived orgaaiedtsupport. Perceived
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organizational suppo(POS)describes the reciprocal relationship between empityee
organization and organizatigno-employee commitment. This theory maintains that
employees will be committed to the organization to the degeseféel that the
organization is committed to thefisenberger et al., 1986).

I n t he e, theflelg of dr@adizatidrs commitment research was not unified
and lacledagreement on terminologyaiswal et al., 2020 o provide effort in unifying
this body of research Allen and Meyer (1991) devisétt@ecomponenmodel of
organizational commitment. Witmany current dayesearcherstill utilize the 3
component model (or TCM) to understand organizational commitriieit model has
become the standard means of understanding and measuring employee organizational
commitment(Reeder, 2020). Withing this TCM model, organizational commitment is
seen as having three different caomponents
their employer. Theffective, normative, and continuance components of commitment
describe the desire, obligation,amedo f an empl oyeeds relations
organizationCesario& Chambel, 2017 Ahuja, & Gupta, 2019%.

Allen and Meyer deveped the TCM model to not only describe the employees
psychological state of mind toward their employer, but to also predict their willingness to
continue to work and the degree of their dediceto theirwork (Allen & Meyer, 1990)

They stressed thatgainizational commitment was a complex and multidimensional
construct, with affective commitment being the highest form of organizational
commitmentThisr ef er s to the employeebds emotional

and goals of their employingganization. Affective commitment is often described as



21

the employeeds Awanto drive for continuing
pulls heavily from Mowdayés (1982) and Kan

It is important to note thaffective commitmenand organizational identity are
often conflated in literaturdiowever theyrepresenempirically differentconstructs
While affective commitment represents #@otional attachment arsgénseof belonging
with an orgargationor gani zati onal identity implies tf
selfconcepton acognitiveand/or emotional levéDavila & Garcia, 201R Both terms
are used describe the employeeds bparg chol og
linked to different outcome@Ashforthet al, 2008. Affective commitment is based on the
premise of an exchange of resources between the employee and the organibdtion
organizational identitys based on the perceived similarity between the employee and the
orgarnization (Davila & Garcia, 201 For exampleanemployeevho works at a
distance, such as an online faculty member, might feel very similar to the goals and
objectives of an organization and have high organizational ide8tity due to the
distancetherearelimited exchanges between the employee and their supervisor,
colleagues, and organization resulting in low affective commitn@ngianizational
identity involves the selflefinitional aspects of the relationship between employee and
organization affective commitment does nofdén Knippenberg Sleebos2006.

Continuance commitmenn the otherhand e f er s t o tnéedbore mpl oy e
fihave t@ stay with the organization due to the evaluation of the cost of leaving. This
form of commitment was | ar gel yWorohaivei ved fr o
commitment, first described by Wiener (1982) is the degree the employee feels that they

fishouldd or flought ta stay with an organization because it is the right thing toAdDb.
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three forms of commitment have a negative relationship with turnover int€htan,
2020) While affective commitment has been shown to lead to fewer absenttesm
othe forms of commitment have a weaker relationship to absenteeism. Affective
commitment has also been linked to higher levels of organizational citizenship behaviors
(Djaelani, 202). For reasons such as thafective commitment isftenseen as the
pinnade or most desired form of employee commitmerttile normative and
continuanceare seen as less powerful forms of commitniBeteder, 2020)While
affective commitment has been shown to lead to better employee and organizational
outcomesit is importantto remember the complex nature of employee commitment
Correctly evaluatedhe employee will have a commitment profile that realizes the
interaction betweeall the three componentd affective, continuance, and normative
commitment

More recently the TCM model has come under scrutiny, with researchers
guestioning theonceptual quality of the theory. Thargue that the TCM model is not a
pure model of organizational commitment but raikédretter used as a model for
predicting the spefic behavior of turnover (Solinger et al., 2008). When seen through
the lens of attitudéehavioral theorythe different forms of commitment defined in the
TCM model represent different attitudinal experienédfective commitment is likened
more to genel feelings the employg@ssesseabout their organization, while
normative and continuance represent employee attitudes that are more behs&gbr
such as staying or leaving.

As a response tie criticism that the TMC model does not qualify as a general

model of organizational commitment due to its behavioral focus, Allen and Herscovitch
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(2001) offer that behaviors and attitudes impact each other over time in a reciprocal
relationship. Both éitudes toward a target (organization) and attitudes toward a behavior
(leaving/stayingpre part of an overall commitment profile comprised of the patterns of
relations among affective, normative, and continuamremitment Defendants of the
TCM model donot see it as a conceptual shortcomingneasuraormative and
continuance commitmenis behaviosspecific attitudesas theeare still very important
to many studies and further the understanding of employee commitment. Understanding
the motivational spects that binds an employee to a course of action and shapes their
behavioris the desire for many who find themselves in the management of those
employees. With acknowledgment of the criticisms of the TCM model, the focus and
purpose of this study allasthis model to still hold valug understanding online faculty
organizational commi t ment . Namely in the p
andfor the purposef establising a comparison basis for the existing literature on
organizational comitment which has benshaped in large by the use of the TCM
model.
Predictors of Organizational Commitment

Organizational commitment has been linked to important outcomes such as
improved work performance, lower absenteeism, lower turnover, improued jo
satisfaction, and better organizational citizenship behatimagn et al.,2017.
Novitasari,et al.,202Q Osibanjoet al.,2019 Yahaya, 2016Zhou& Li, 2021).
Understandablydue to the impact of organizational commitment on positive
organizational outcomethere has been great attention to understanding what predicts or

promotes organizational commitment. Themes in literature point to the importance of
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employee perceptiorf support, leadership stylisader member exchangeb
satisfaction, motivation, and employee personal factors as some of the main influencers
to employee organizational commitme@iven the scarcity of research on these factors
as they pertain to onknfaculty it is important to pull from the larger understanding of
these factors that is available in literaturethis sectiona presentation on the
background and mechanisms for which these factors impact organizational commitment
will be exploredfrom a general perspective as wellfiasn a specific focus on higher
education facultyLastly, common threats to employee organizational commitment will
bepresenteds well as gaps in literature pertaining to the specific population of online
faculty.
Perceived Organizational Support

As mentioned previous)ygocial exchange theory posits that employees
essentially trade caring for carin§the organization cares about iheell-being they
will in turn care about the organization. The basithefrelationship functions on the
psychological norm of reciprocitjReciprocity dictates thatlven an organization treats
an employee well, it obligates them to return the favorable trea{@erdtulainet al.,
2018).0rganizational commitment is reach@lenemployees trade their effort and
loyally and receiveangible benefitén return in a reliable and predictable manner
Through the process of expectations and experiepogsoyees develop a perceptmin
the reathess of the organization to meet their needs, \thleie contributions, and care
about their welbeing. This is known as the organizational support th@@senberger et
al.,2020) An empl oyeeds per c ¢HO%)s Highly relgteda i zat i on:

their organizational commitment (Eisenberger et al., 2016). Other favorable outcomes of
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high POSinclude reduction of stress, better performance, and lessened absenteeism
(Talukder 2019).

According to organizati onalscreategippart t t he
by the tendency of the employee to assign human qualities such as caring to the
organizationEisenberger et al., 2018)nderstandably it can be reasoned that online
faculty may experience difficulty with this process givenlimted type and numbeof
exchanges they have with their organizatiBisenberger et al. (2016) reasoned that i
by this process of personification of the organization the employee will come to believe
that the organization favors or disfavors them base anthe organization meets their
needs. One of the psychological mechanisms that explains the outcomes of POS is the
process in which the socioemotional needs of the employee is met by the esteem,
approval, and affiliation with the organizatiisenbergeet al., 2020)POS is also
understood to function based on performareeardexpectancies. High POS should
|l ead to increased performance due to the e
performance will be met with recognition and reward.

The forms ofsupport and favorable treatment from and organization that
consistently lead to high POfclude firness, organizational rewarptsb condition and
supervisoisupport(Eisenberger et al., 20L6Research on fairness most often defines
fairness in the cdext of equity theory that states that individuals feel entitled to a certain
level of reward given their level of inp(limmo, 2018§. Fairness in the workplace can
be understood through the idea of just@stributive, procedural, and interactional
justice are all forms of justice found in the workpl&Céson& Ro, 2020. OlsonandRo

(2020 offer definitiors of the forms of justicand state thatiskributive justice is simply
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the surface evaluation of how evenly or correctly rewards and costs are shared among the
workforce Procedural justice references the fairnekthe processes used to make
workplacedecisionsProcedural juste can be seen dsving two subsets; social and
structural(Olson& Ro, 2020. The ®cial subset oprocedural justice is distinguished by
the interpersonal treatment of employees amdten called interactional justic&his
interactional justice ide degree of dignity and respect in which the employ has been
treated Olson and Ro (2020) clarify that teteuctural procedural justiceubsetdeals
with the for mal rules and policies in an o
fairness

Perceptns of justice are vastly important to the perception of organizational
support(Novitasari et al., 2020Just fair treatment is of such importance to the life
outcomes of the employee that it lm®@nbeen shown to have a significanbderating
relationdip with health outcomes suck @ardiovascular health (Rineer et al., 2DThe
field of higher education has seen major shifts in management styles and models that
challenge the perceived organizational supportdoulty (Huanget al., 202). Faculty
roles have become increasingly stressfotl many faculty struggto find seure
tenured positiond_pvakov,2016).As the relationship with the process and procedures
of higher educationsh§h ow t hi s | mp a c tfagneds,amanikzationad s s ens e
rewardgjob condition andsupervisorsupportwill inevitably change the rationship
between institutions and their faculty members.

Organizational rewards and job conditions are also highly correlated with POS
(Huanget al., 2020)Rewards and job conditions that have been dudieslation to

POS i ncl ude i roeotiong,job decunty) autorpmyy role giress, and
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trai ni nga& Eiqerbargera 20@2s 699. Job conditions have been studied at
length agheyrelate to employee and organizational outcorkesployee safety and
other environmental factors if noathdled properly by the organization have a drastic
effect on the empl oyeebosGesl@dta.t20lnshi p with
Organizational culture, or the set of shared values and norms that prescribe how
individuals interachaveshown to impacbrganizational commitment and POS and gives
a nod to the foundational work conducted by Kanteatopiancommunities Batugal &
Tindowen, 2019Kanter, 1968 This bring up an important caveat to the study of online
facultyds organizational commi t ment given
experience an organizationés culture in th
literature on residerdl higher education.

Support from leadership is the last noted coasigiredictor of POS(DeConinck
et al., 2018)As an extension of the organization, supervisors are often viewed as the
main mechanism by which an employee develops their fedlingsd their organization
(Eisenberger et al., 201&s an agent of the organization, supervisors engadieant
communicationtraining,andevaluationof their employee. It is the nature and quality of
their orientation toward the employee that informes ¢émployee of how the organization
feels about them by extensiohtheirsupervisorial role (Kurtessis et al., 2017)
Leadership Style

With the importance of supervisor support well established in research, it is
important to note the characteristiof supervisor support and the contributing factors
that lead to positive outcomesch as organization commitme@nce such area is the

topic of leadership stylé.eadership style has many definitions but is generally
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understood as the skills, traitghaviors, and characteristic, used by leaders to motivate
subordinates toward a goal (Al Khajeh et al., 2088)dies have shown a consistent
connection between organizational commitment and leadesshgBismala&
Manurung, 2021Djaelaniet al.2021, Huanget al.,202Q Lambersky, 2018Vibonu&
Azuji, 2021, Meixner& Pospisil, 2021 Zamin,& Hussin, 202). Over the past 50 years
the research topic of leadership styies been given much attention anashbeen
investigated as one of tipgimary sources of organizational commitment (Yahaya, 2016,
p.190).Yahaya (2016) concluded that based on the overwhelming amount of attention
and research on leadership styles and organizational commitment that there is a predictive
guality of effectivdeadership on employee commitment.

In his pioneering workKurt Lewin (1994) proposed a leadership style framework
with three main styles of leadership: autocratic, democratic, and HissezEach style
has defining characteristic and traits for howey influence the workforce in which they
oversee. Autocratic leaders make all the decisions and leave very little power to their
employees. Democratic leaders involve their employees in the de@sidgs/e them
equal power. Laissefaire leaders are nds off and place the responsibility and power of
decision making in the hands of their employees. Most current literature on leadership
style identifies several other types of | e
(Zamin & Hussin, 202)L Countess works have focused on transformational leadership
vs. transactions leadership as they related to organizational perfor(riaacey et al.,
2020. Transformational leadership style considers the needs of their employees and cares
for their wellbeing. Tie socioemotionalneesise et i ng by transfor mati c

functions on the same principlesthesocial exchange and organizational support
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theoies Employees who felt that their leadggnuinelycared for them and supported
them in their job role regt improved performand@l Khajeh et al., 2018)
Transactional leadership style is characterized by the exclohng@ards to the
employedor meeting the targets and goals set forth by their le&kamerally
transactional leadershipaspositiveto moderateaelationship withorganizational
performancehowever, employees are not motivated to be inmexat creative.

The more harmful styles of leadership are autocratic (authoritarian) and
bureauwratic (Al Khajeh et al., 2018)The bureaucratic style defines a leader that cares
more about the policies and procedures of an organization than the individual. With both
of these stylegperformance may see a short gain, but over tivag aredetrimenal to
the workforceas they lessemotivation and organizational commitment. Here the
employee deems that the organization does not value them, so there is little reason for the
employee to value the mission and gaxlthe organizationn light of thisthe concept
of employee empowerment has gathered attention as it relates to leadership style in an
organizationHuang et al., 2020)

In an attempt to understand the mechanisms through which leadership styles
impactfaculty employee organizational commiémt Huang et al. (20@ reasoned that
psychological empowerment mediated the relationship between transformational and
contingent (transactional) reward leadership faedlty organizational commitmenés a
motivational constru¢psychological empowermén i s def i ned as fAincr e
task motivation manifested in a set of our
to his or her wor® rmol2el& 7)Hu a&Hreg ee tt hal .i ,ndd O/

their work is a reflection of theperceptions of competence, impact, meaning, and self
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determination. An individual who feels a sense of mastery an@#ielicy perceives
themselves as being competent to perform their job. Impact is the significance of their
work and meaningful workiar r i ved at when the individual
with their work values and goals. Selétermination is in reference to the degree of
freedom the employee feels to conduct their work. The results of Huang et 8). (202
study not only further éablished the positive predictive relationship between
transformational and contingent (transactional) leadership styles and higher levels of
faculty organizational commitment, but showed evidence for the significant and positive
impact of psychological eppwerment as a mediator of organizational commitment and
transformational and contingent (transactional) leadership styles.
Leader Member Exchange

As a means of understanding how a leaaet theileadership style impagthe
relationship with theiemployeethe construct of leadenember exchanggMX) has
become a popular topic in reseatBlower, 201 This is understandable given the
importance of the quality of the relationship between the employee and their leader and
individual and organizational outcomégader member exchange expands beyond most
other leadership theories in that it is not cesdesn a quality ocharacteristicef the
leader, as in leadershgtyle research, but is instead interested in the nature and quality of
therelationship betweeleaders and thegubordinateg¢Martin et al., 2018 However, it
IS important to note thabse researchsargue that LMX is asignificantmediator for
transformational leadershigiyles (Power, 2013).

A powerful predictor of performamchigh-quality leader member exchanbas

been linked to increased job satisfactiorganizational citizertsp behavioy and
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organizational commitment (Martin et al., 2018% a conceptual framework for
understanding why some leadtwer relationships thrive and otlsato not, most LMX
research has focused thre twoway dyadic relationship between a leaded a follower,
though group level LMX effects have been addressed in res@uehgelert al., 2021)

The central foundation of LMX holds that leaders do not treat all subordinates the same
Rather their relationships are differentiated by social exgésieading twarying

degrees of relationshiguality betweereach follower aptly named the LMX

differentiation proces@Martin et al., 2018)Through the lens of the social exchange
theory, it is the pursuit of shared goals between the employee amdaaeéer that leads

to a mutually beneficial relationship.

Perceived organizational support and leader member exchange have many
overlapping conceptfiowever it is possible for an employee to separate their feelings
about an organization and thesationship with their lead€Wayne et al., 1997)
Researchers have quantitatively differentiated POS and LM#aed butinique
constructsboth with different antecedents and outcomes. Conceptual distinctions have
led researchers to recommeusingboth of these constructs pursueoredictive models
of employee behaviors and attitud@gayne et al., 1997Within the population of
higher education faculty LMX has been seen as of primary importance to the support and
management of faculty ascialty are often described agyhly autonomous, making the
guality of theoneon-onerelationship between the faculty and their leader particularly
influential (Power, 2013)

Job Satisfaction
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Teachers commonly report high levels of job satisfaan in light of highstress
levels(Toropova 2021). The variable most oftemediating this relationship between
stressorgaculty faceand their job satisfactiois perceptions of support light of the
concerning trends of facultyrnover much rese@h has been conducted faculty job
satisfaction with the assumption that faculty who are satisfied with their job usually have
greater retentioof their employment as well as other positive outcorBegugal &
Tindowen, 2019Moustafa et al., 2099The construct of jolsatisfaction is a well
studied topic across job types and has many implications for turnover, burnout, individual
success, and organizational successsagibfaction has been defined as the overall
feelings of satisfactioan employedas for theivork and is a major predictor of
organizational commitmernGrantVallone & Ensher, 2017 How job satisfaction
impacts online faculty is relatively unknown. Given the strong link between job
satisfaction and perceptions of support as they relate to important outcome variables
other populationgob satisfaction is an important variable tonsmerwhen assessing the
predictors of online facultyds organi zatio

TheTwo-factor Theory (motivatothygiene theory) of job satisfactiasmimportant to
this construct, whichighlights the interaction between individual motivation and
ervironmental working conditions (Kose & Kose, 2017). Herzberg developed the
motivatiornthygiene theoryo identifying two types of factorsontributing to individual
job satisfaction(Alshmemriet al., 2017)He believed that factors were either
constructivetoward creating jolsatisfaction or created dissatisfaction, both of which
occur independent of one another. This-factor motivatorhygiene theoryulls from

the concept of needs a v@limeuwasIhnkary20lMas| owod s
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Herzbergetal. (1959)reasoned that individuals were not as motivated by basic needs of
pay and working conditions, but higher level needs such as recognition and achievement
were more directly impactfulot h e i n d i -satidaatian. These highdsder
needsare what Herzberg calls intrinsic motivators that give positive satisfaction. Hygiene
factors in this theory represent low@nder extrinsic needs of pay, benefits, and working
conditions. Within thigwo-factortheow, there are four possible working cotioins
related to jolsatisfaction: low motivation/low hygiene, high motivation/low hygidoe,
motivation/high hygiene, and high motivation/high hygiéderzberg et al., 1959yith
considerable empirical evidence for this theory many studies msajstaction have
utilized theHerzberg'dwo factorymotivatiorthygiene theoryThis theoryhighlightsthe
complex interplay between individual and environmental factors that affect employee job
satisfactiorand willingness to continue in their work rgkeose & Kose, 201)/
Motivation

Motivational interpretations of Allen and Myers (1991) TCM model used in this
study have been offered to validate the behavioral aspects of the TMC model. Therefore,
it is important to understand the foundations of motivation research and its supporting
mechanisms to better understanddredibility of the TMC model.Human motivation
has been studieat length in many fields of research. In the field of business, work
motivation has been used to determine hiring and training praeticksddress work
productivity issuegHanaysha & Majid, 2018A basic definition of motivation describes
the individual 6s needs and dr i(Vebmmrugadkat ar e
Sankar, 201)¢ Motivation explains why people continue or end their behaamokin

laymard germs is often used to describe why a personthetaraythey do.The forces
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acting within an individual that lead them to gollected behaviors are often seen
desires, beliefs, and needlotivation is seen as having three major impacts on human
behavior; it activates or initiates behavior, guidestthee h a vdireatiorbasid
persistence, and determines the intensity and vigor in which the individual roosged t
their goal(Herzberg et al., 1959)

Understandably the degree to which an employee is motivated greatly affects their
work engagement. Studies hasansistentlyshown a positive relationship between
employee motivation and productivitigakker, 2018. Moreover, Hanaysha and Majid
(2018) establish a positive connection between motivation and employee organizational
commitment. As a driving force for employee outcomes, it is important to understand
what factors improve and maintain employee motivat©@ommon factorshathave
been identified as means of enhancing employee commitment include promotions, job
security,fair wages, and bonuses (Zameer et al., 2014).

To describe and understand motivatfera r i ous humani st theori es
hierardry of n e e ds ,-factdretheanyh and Sedeterntination Theorpave
been presentg®elmurugan& Sankar, 201Y. Additionally, employee motivation as it
relates to the surrounding constructs of job satisfaction and organizational outcomes has
been linked td’sychologicalContractTheory(Soares & Mosquera, 2019Rousseau
originally defined a psychological contracts t h e nsde tv betiffs afdodt the
terms of the exchange agreement between employee and emjRyesseau, 1989)

Here the contract of exchange is determined by the reciprocal obligations of both parties
in the relationship. If one entity in the contract§ad meet their obligations breach

occurs and is met with feelings of disappointment and often disengagement with the
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relationship. An empl oyeeds c tomhchthapeeet has
their organization fulfilling their psychologal contrac{Hanaysha & Majid, 2018).
Significant support exists that stresghe dangers of organizations not fulfilling the
psychological contact ants detriment on employee wellbeing, productivity, and
commitment Soares & Mosquera, 2019).

In recen years research has drawn a link between psychological or ideological
contract fulfilment and the concept of a callifigm et al., 2018 Research on the
process by which individuals seek meaning in their work arrived at the concept of a
caling,orthe ndi vi dual s fAapproach to work that r
central parbf a broader sense of purpose and meaning in life and is used to help others or
advancdhe greater good in some fashion ( K e ms | Besegarci2h@slsiBoyvn that
individuals who view themselves as having an occupational callingstravey drive or
motivation,enhanced work levelgreater life satisfactigrmnd overall improved well
being Kim et al., 2018. Kim et al. (2018) research demonstrates #healling also
increase the degree to which ideological contract fulfilment or breaches by their
organization affestthe individual. As suctthe organizational context plays a role in
how the individual with the calling will perform. It is quite podsithat an individual
with a calling will have poor performance if they have low affective commitment to their
organization and perceitbatthe organizatioras not lived up to their ideological
contract(Coyle-Shapiroet al., 2019)

Certain occupationsuch as teaching, ministry, and police work tend to draw calling
oriented individualgKemsley, 2018)Individuals in these occupations who see their

work as a calling are noted as having superior performance and take on increased
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workloads voluntarilyHere the term occupatiahcommitment has been used to define
individuals who are committed to their occupation. Studies have shown that occupational
commitment can moderate the relationship between organizational commitment and job
performance (Sungu ek ,a@2019).The component of motivation is important to note in
light of this study on organizational commitment in online facgityenthe trends in
higher education for contract work paid at a lower and more insecure schedule which will
be discussed ihe proceeding sectiofeem, 2017FranceSantos& Otley, 2018.
Employee PersonaFactors

In addition to the aforementioned organizational factors, meséarcthas been
conducted on the potential impact of various employee demographic variables and
employee and organizational outconfléawianaet al., 2018)Variables such as age,
gender, ethnicity, education level, and tenure have shown mixed results as it relates to
their predictive relationship with wonkelated outcomes likerganizational commitment
(Al Jabari, 2019Gopinath, 202,1Hill, 2014; Meyer & Allen, 199Y. In light of the mixed
results of demographic research on organizational commitmemnty professionals have
called for further investigation to advance this fiefdstudy (Hasan et al., 2021). Of the
exiding literature on employee ageeveral studies have concluded that this variable is
likely more reflectiveof the level of experience and length of employment than the
chronologicakge of the employed\( Jabar, 2019. Nevertheless, in generalge seems
to be positively related to organizational commitmé&ihgh & Gupta, 2015 It stands to
reason that employees have different needs and goals at different stages of their career
and the time spentunderonga ni zati ondés umbrell a wil!/ rel

degree the employee feels an identification and dedication with the organiZaitigyh.
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andGuptad €015 research findings indicated that different generations were committed
in different ways. Irtheir study of age, experience, and organizational commitroleletr
employees had higher levels of affective commitment, while younger employees had low
affective commitment but higher normative commitmést.explained by the social
exchange theoryhelength of employee time spent at an organization is an investment
and the more invested the individual the mmyenmittedthey typically are to their career
(Jaiswal et al., 2020Therefore, age and organizational commitment is not a simple
relationshipand likely involves different typesf commitment particularly affective
commitmentand motivations.

Similar to agegendedifferencesandorganizational commitmethave been
observed. Othe studies noting gender differences in organizational camanitthe
most common trend is for women to show more affective commitment to their
organization, while men have shown more overall commitnmavtever somestudies
have contradicted these findindsil(, 2014; Hasan et al., 202K a r a XOu8k Further
complicating tle relationshipbetween gender and organizational commitnetite
interplay between occupational type and genaleisome occupations are
disproportionate in their gender representatsuch as teaching and police w¢@ortes
& Pan, 2018. Finding similar mixed result are studies on potential differences in
organizational commitment by ethnicitarciaRodriguezt al., 2020) As the social
exchange theory is based on socially presc
influence tke inherent social norms that contribute to organizational commitr@enéer
personal factors that are noted as potential inflees of organizational commitment

include marital status and religion (Al Jabari, 2019).
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Literature has also identified the role of perswganization fit asnagentof
organizational commitmeniéhanzels& Mohanty,2018. Perceived persearganization
fit is the individual s evalwuation that th
that of their organizatiorMiller & Youngs, 202). The process by which perceived
organization fit influences organizational commitment is similar to the uaahelisiy of
psychological and ideological contract research in that people tend to base their feelings
and behavior on expectations and form a personal relationship with an organization they
have personifiedEisenberger et al., 2018jor persororganizatio fit, this relationship
Is encouraged there is a sense of kinshiggtween the employee and organization.

Studies have demonstrated that employees with high levels of perceived
organizational fit have better job satisfaction, longer tenurehmiekr levels of
organizational commitmetnd citizenship behavioChhabra, 2021 The overall
improvedwellbeing of the employee if they are ideologically aligned to their place o
work is well documented in researc®d@, 2018;Sarlie 2029. Furthermore, the impact
of the empl oyeebs p e teadershigmhdiotganizational t he f it
characteristisareknown to have significanteffect(Meixner & Pospisil, 2021)Clearly
the dynamic betweeemployeeand organizational factors is jpartant to consider when
seeking to understand organizaaboommitment. Additionally, wittsuch a wide variety
of potential personand work environment factors that contribute to organizational
commitment itis important to note thaheseeffects areoften the product of the
interaction between these factors and not ttaindalonecontribution.For this reason,

demographic variables related to online faculty have been included as control variables in
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this study as much is unknown about how thesetaor s i mpact online f a
organizational commitment.
Threats to Organizational Commitment

It stands to reason that if any of the factors that support employee organizational
commitment are not present then there is a risk of decreased commitoweter,
research has identifiexthermajor threats to organizational commitmantoss industry
types. Employees whexperiencéneightened workelated stress suffermyriad of
negative outcomes related to their decreased welllagidgrganizational commitment
(Abdelmoteleb2019)J ob stress occurs when an i ndivid
resources than thgyossessUnderstood through the social exchange thgobystress
produces an imbalance in the equation of employee output and organizational input for
theemployee At a resource deficit, the employee is prone to decreased productivity, low
motivation, poor job satisfaction, burnout, and turnoBatijaniet al., 2019;Lan et al.,
2020).

An area of research pertaining to a particular form of job stress highlights the
conflict between work and life demands for employees. Wamkily-conflict researchers
have sought to under st awodnaialife diregsarseatkiandt h o w
family, compete for limited personal resour¢Bsrenkamp& Ruhle, 2019) Also called
work-life-conflict this variable of interest has baesed to describe the struggle
employees face when work role demands spill overimpdct their family (life)
responsibilitiesThis construct is also reciprocal as family life can spill into wdk li
termed lifework-conflict (Gisleret al., 2018)When employees have high welite

balance and are able to meet the demands of baithvibrk and family (life) domains
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they tend toreport better job satisfaction and organizational commitnieadtikder,
2019) Talukder(2019)specifies that supervisor support has a strong negative
relationship with worlife-conflict and a highly positi relationship with wordife-
balance. Thereforé& would seem that perceived supervisor support has an ameliorative
effect on worklife-conflict, furthering the explanation pfocesses through which
supervisor support impacts employee organizationahutment.

It should be noted that wotiée-conflict is impacted by the stage of life and
length of employment of the employee. In their study of employee emotional exhaustion
and worklife-conflict Zhou and Li (2021) showed that employees have diffeegetd
and typef (affective, continuangenormative) commitment depending on their stage of
career. While alemployeesregardles®f thestage of their careeshowed aignificant
positive relationship between welike-conflict and emotionaéxhaustion, their
exhaustion was buffered by different tgmef c ommi t ment . Early care
feelings of exhaustion from woilKe conflict werebuffered by continuance
commitment, while experienced employees wiifik-conflict exhaustion was buffed
by affective commitment (Zhou & Li, 2021 urtheing theunderstandingf the
relationship between wotlife-conflict and employee outcomes are noted gender
differences (French et al., 2018; Lyu & F&020. When work interferes with family
(life) women tend to engage less in work than men (Lyu & Fan, 2@2ppssible
explanation for gender differersm work-life-conflict outcomes is explained by
different societal and cultural pressures placed on men and women as they relate to work

and family rols and norms.
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Similar to the i mpact-lifeobhlanseuspudies haver 6 s s up
shown a connection between perceptions of fairness in the workplace and employee
organizational commitment. A major threat to employee organizational commisnent
their appraisal of their organization as an entity that operatéseqninciples offair and
just treatment of their employed3yreshi& Hamid, 2017). When employesfeel that
they or others are not being treafatly, their confidence and trust their organization
is challenged and they will be leaBectivelycommitted to their organization. If they feel
like they can leave their organization without too high of a, they are more likely to
seek alternative employment when conditions ardaiobr right The construct of
organizational justicencompasses this phenomembemployee perceptions of fairness
and has been well documented as a predictor of employee organizational commitment
(Novitasari et al., 2020

A more recent trend irhteats to organizational commitment research is the
impact of increasing numbeof non-traditionalcontingent jobs on the mark&ese
nonttraditional contingent jobs have many similaritie®tdine adjunct facultypositiors,
given their norbenefitedcontingentstatus Like the field of higher educatiomany
other jobs have turned to the digital world as their primary platfortlh.h e 200006 s
advances in technology attte availability of the internet to more areas ushered in the
potential platform for gig jobéTan et al., 2021More and more jobs are being
transferred to online and ndrenefited positiongrastically changinghe relationship
between employee and their organizathfhile researchers debate the definition of this
new term gig work is most oftercharacterizeésshortterm,finite assignments and

loose boundaries concerning when and where employees perforwaleitasks
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(Watson et al., 2021Yhis flexible or freelance form of employment hhsadvantages
of autonomy and can adapt to fit around
growth of gig work has raised some concerns about the health atglcdadmployees
(Jiang& Lavayssee, 2018)urthermore, @ésearchrshave noted negative consequences
of gig workproduced byhe lack of legislative protectiaof their norbenefited
contingentworking conditiors (Watson et al., 2021).

Employees with gig josoften experience high levels b insecurity(Kim &
Kim, 2020) One of the foundational definitions of job insecurity is'therceived
powerlessness to maintain desired continuity in a threatened job situ&@ig@enhalgh
& Rosenblatt1984) Job insecuritynegatively affectemployee job satisfaction, job
involvement, trust and commitment to their organizatiowl, laas been linked fghysical
and mental health issugsemployeegAlghamdi, 2018 Kim & Kim, 2020). In their
work on the effecto g i g psgchological@atract fulfillmentiu et al.(2020)
found that employees with higher organizational identification and longer lengths of
service had a significapositiveeffect on the workeftask performance. This seems to
mirror tradtional worksetting researghowever, with the existing ambiguity in the field
and laxk of agreement in terminologthe impact of the gig economy on employee
outcomes has much left to be investigalidte terminology and research surrounding gig
work dravs many parallels to the current trends in higher education.

Organizational Commitment in Traditional Education Platforms

While research across industries has consistently shown a relationship between

organizational commitmerindmany positive work estcomesincluding lower

absenteeism, lower turnover, improved gattisfaction, and better organizational

e

m
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citizenship behavigresearcbrshave alsoexamined these relationships in the
educational sectdHanaysha & Majid, 2018 Similar topreviously reviewed research,

it is important for researchers to understand the mechanisms byevdiadhc at or s 0
organizational commitment is fostersd that positive organizational outcomes can result

(Akramet al.,2017 Novitasari,et al.,202Q Osibanjoet al.,2019 Yahaya, 2016Zhou

& Li, 2021).
Educational |l iterature has identified s
organi zational commitment. Organizational

relationship with their leadership and perceigsegport (Afif, 2018; Donovag& Payne,
2021;Sabir & Bhutta2018). Work environment, stress, organizational climate, and
performance have also been shown to have a
organizational commitmenBg@tugal &Tindowen; 2019Erlanggeet al, 2021).
Additionally, Psychological empowerment provided by leadership has also been shown
to be a moderator of faculty job satisfaction and organizational commitdeeda( et
al.,2017).

Research on traditional higher education plat® has noted a major shift in the
structure and processes used to govern institufldnang et al., 20200ver the past
three decadesigher education haexperience@ managerial revolution in which
ideologies and techniques from the privegetor of business administratjieéhatespouse
prevailing capitalistic goalfhrave been adoptédeem, 2017FranceSantos& Otley,
2018. In manycollegesanduniversities traditional collegiality has been replaced with
dominant leadershimodels that eforce theeffectiveness and efficiency of the economic

side of higher education institutioni&:ends in higher education management in large
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now value marketlriven-competition angberformanceorientedmeasurements of
succuss over the traditionadlues ® academic freedom, institutional autonomy, and
collective professionalism (Deem, 201This modern means of higher education
management has led to a decline in faculty professional autononaylesgenedense of
control over their professionltimately leading todecreased rates of faculty
organizational commitmenH{ang et al., 2020

As a means of addressing this concerning trelung et al. (2020) sought to
understand themnechanismé&y which leadership styles impacted faculty organizational
commtment. Their stug showed a positive relationshygtweerntransformational and
contingenteward leaders and faculty organizational commitment that was medyated b
the psychological empowerment faculty received from supportive leadeesstamount
of research has identified leadership style and perceived organizational support as means
of addressing trends lower job satisfaction and reduced affiliation with their institution
(FranceSantost Otley, 2018.

As the trends in the managemenhdafher education institutions have changed
have many of the job requirements of faculty. Increasing armof@iadministrative work
has been noted by faculty as major stressors in their categakov; 2016) The
competitive pressures of performarmréented organizational structures have increased
the load and strain of faculty role responsibiit®eem, 201Y. This is important to note
in light of thenumerousstudies demonstrating decreases in organizational commitment
of employeess a result ofncreased work role stresRi¢hardset al., 2018 Furthering
the strain on faculty is the trend in contingent4t@muredcontract work in higher

educationln an attempt to meet budget constrgimtany universities have restructured
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their workforce frommostly tenured faculty tnontenuredfaculty (Hearn& Burns,
2027). However, intheir expansive longitudinal study on the financial impact of
contingent faculty employmeriearnandBurns(2021) found no evidenc#or the
financial benefit of contingemton-contract faculty for institutions.

Hearn andBurns(2021) research sites that universities that once employest
of their faculty on a traditional higher education modely have less than half of their
faculty on a tenured tracKheir findings represent a nationwide shifhiring fix-term
contract faculty for the purposes of organizational strategic flexibility and decreased
financialburden to the institutiorinsteadof clearfinancialbenefit institutions with
primarily contingent faculty saadeaeasedocus on student development and success
as well as lower quality of instructioriéarn& Burns 2021). Having to paycontingent
faculty at a lower rate maye alluing to institutions however, this often leads to faculty
having to teach at multiple universitj@ghich have been showto lead to greater
turnover, burnout, and lower levels of organizational commitment (Lovakov, 2016).

Concerning trends in faculturnover hae produced a wide breadth of research
on faculty job satisfaction with the assumption that faculty who are satisfied with their
job usually have greater retentiohtheir employment andther positive outcomes
(Batugal & Tindowen, 2019Moustda et al., 2019 As an occupation, teaching is often
associated with high levels of streBswever teachers ofteexpressigh job satisfaction
(Toropova 202)). It seems that variables that mediate the stressors faculty face are often
related to percedns of supportHaving a healthy work environment and supportive
organizational culture and climate allows faculty to engage in their work knowing that

they are not alone in their struggles (Afif, 20B&tugal & Tindowen, 20190onovan&
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Payne, 202 Erlanggeet al.,2021, Moustafa et al., 20)9This perceived support from
their organization and peers provides faculty witime of theesources needed to
promote their commitment to their organization.
Online Education

A sector of education that has seen enormous growth over the past twenty years is
online educatiorfAllen & Steaman, 2017; Martin et al., 202@rganizational
commitment is an important factor in online education and may operate differently given
the uniqieness of online educatioit.is important to understand the background and
contextof online education téully appreciatehe dynamic growth this field has
witnessedNuances and challenges unique to the online education setting will be
addressed as Was a look into who online faculty are and what their work life entails.
Differences between traditional fateface and online instruction are noted to highlight
the ill fit for many of the theoretical and pedagogical practices currently being used in
field. Currentresearchrends and issues facing online education will be explored as well
as gaps itheliterature agheyrelatd o under st anding online fac
commitment.
Background of Online Education

The terms distance amaline are often used interchangeably, with the boarder
category of distance education involving mail correspondence education, radio/television
education, and videoconferenci®ngh &Thurman, 20195urprisingly distance
education has a long pasiith the first course dating back to 17@8Bostonwhere
training in shorthand lessomgere sent my ma{\Woldeab et al., 2020As pioneers in

the field, Penn State offered courses via radio as early asii®@®&8ver it was not until
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the advent of the inteet and personal computers that online education as it is commonly
understood today began to rapidly develGpsey, 2008 Scholars have struggled to
come to a concise agreedondefinition for online educationand this is likely the
product of the manforms and nuances to this fieldowever, the common thread
between all definitions of online education implies that the student and teacher are not at
the same locatioWoldeab et al., 2020)n their systematic literature review on the
many ways onlinéearning is defined in research, Singh and Thurman (2019) oftfieeed
following summaryd e f i n inkine educationfisadefined as education being delivered
in an online environment through the use of the internet for teaching and learning. This
includesonline learning on the part of the students that is not dependent on their physical
or virtual celocatiord (Singh & Thurman, 2019, p.302)

There also seems to be two main methafddeliveringonline educatiowia
either ynchronousandasynchronouslassroomgNieuwoudt, 202 In synchronous
classroomgsthe student and instructor meet or join online at the samewihike in
asynchronous classroonstudents and their instructor communicate academic material at
different times and doat meet live Differences in student success have been noted in
the varying forms of delivery, most often showing a slight increase in student
performance with synchronous classes even though stuéentt that they are less
convenien{Fehrman& Watson,2021)
Differences in Online and Residential Education

The touted benefits of online education are greater flexibility and lower cost to
studens and institutiors alike (Xu & Xu, 2019. With online degrees students longer

need to take several yedosattend inaperson classes that create time constréats
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often makéull-time jobsand family life unmanageabl®nline education also reaches a
greater audience that would not otherwise have access to higher ed(feakam et al.,
2018. Early foms of distance educatigorimarily served women and individuals in rural
areas that could not make accommodations to attend courses in (&ngtn
&Thurman, 2019)Trends in increasing diversity of online students has only continued
As technologyavailability continues to advangceodoes the access to online higher
education across the glofieeyes & Segal, 2019

This globalization in online education challedgeadiional pecagogyas the
needs and challenges facing online students greatly tiifferthe average residential
college studenfTrammellet al., 2018)Many thought leaders in the field of online
education prefer the term andragogy to describe the metlsedsnuthe instruction of
adult learner¢Darby & Lang, 2019) Fundamentally, pedagogescribes the teaching of
children who ar@lependenotn the teacher tprovide external motivation to acquire
content knowledgeBowling & Henschke2020. Andragogy orthe other hand
describeghe teaching of adults who are intrinsically selbtivated and selflirected and
requires education that is more problem centered on building skills and certification for
employment purposes. While complimentary, andragogy ati@gogy practices serve
different audiences with different needi4ost online learners are returning to school later
in life with the need for degrees or certificatidagyive thenbetter employmen(Darby
& Lang, 2019).They need education to be efficienbst effective, and outcomes to have
immediatepractical applications in their life

With less overheatbr online programsyniversities can offer classesadower

cost as they do not need infrastructure fees fezampusaccommodations and services
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(Huang et al., 2020 This has led taniversitiesprizing onlineeducatioras having a high
return on investment with many prioritizing the earning potentigh@bnline section of
their institutions as means of addressimyes in fundingHearn& Burns, 2021)With
continued decreases in residential enrollment, online enrollment seema podirising
source of revenue with the U.S. Department of Education reporting 7,313,623 students
enrolled in distance courses acrosslabreegranting postsecondary institutions in 2019.
With the impact of the glob&ovid-19 pandemicthe educatiorindustry saw rapid
adoption of online education platforms out of necesgibygremany institutionsvere
required to figure out barriers tmline education out of necessftyabi, 202(. The
long-term effects of the pandemic on online higher education are still being observed and
will undoubtedlycontinue to shapednds in the field.

Another significant difference between online and regidéeducation platforms
is the facultystudent interactiofiTrammellet al., 2018)The relationship between
student and instructor drastically shifts when courses go online. Likewise, stoxdent
student relationships are obstructed due talthstic difference in the quality of time
spent together in a community. Many students and faculty of residential schools cite the
community and relational aspect of their college experience as the most formative and
important to their overall succesSdfriver & Kulynych, 202). The rapport and support
between faculty and studesmteconstantly linked to better student outcomes and
undoultedly helps the residential education proc@3topsaltis & Baum, 20390ne of
the main critiques of online educati@nthe decreased quality and frequency of faeulty

to-student interactiofXu & Xu, 2019).
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This critique is notablas their faculty member is tmeain source of interaction
for online learnersResearch has shown that the ability of the faculty membzetie a
human connection with their online students is crucial fostheu d ent 6 s success
(Protopsaltis & Baum, 2019urthermore,gb responsibilities for an online instructor
andaresidential instructor differ drasticallyhe ability of the faculty rmmber to bridge
the gap created by distance education requires different skills and practices than
traditional faceto-face instructionKebritchiet al.,2017 Protopsaltis & Baum, 2019)
Faculty must have teaital skills and offeranincreased amount ééedbackin the form
of electronic communications. Students who receive quick detailed instruction and
feedback on performance in online courses have the best chance for success (Darby &
Lang, 2019).
Adjunct Factors

With the importance of thiaculty member to the success of online education
is necessary to understand the role and characteristics that typify online instAictors.
reported 39% of higher education faculty have taught ordiné 81% of those were
involved inconvertingtraditional courseto online coursg(Jaschik & Lederman, 2@).
Demand for increasing amounts of online education has produced the need for competent
online instructorsHowever, a literature review revealed a scarcity of interest in who
online faculty are wh research instead focusing on elements that drive online classroom
success. The quick emergence of online education resulted in the rapid conversion of
many residential kperson courses to online formét®ary et al., 2020)Faculty
members wer&argely taskedwith this conversionhowever, teachers tend to teach in the

same manner in which they were taulglaiding to poor online course desid@orup &
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Evmenova, 2010 Faculty report that it is more difficult to teach online couraes it
has been pragsed thatvithout the experiences of being anline student themselves
faculty struggle to adapt to online teaching methdelisade et al., 2007

With a scarcity of research on online faculty needs and interest Luna (2018)
sought to provide a view inttié role of contingent faculty in higher education, many of
which taught primarily in remote modalitidsuna(2018)found thatthese faculty
members often do not have hbaor retirement benefits, lower pay, limited career
advancement, and unpredictableame. They were also less likely to particgiat
university or department decisions, curriculum planning, or faculty governaitee
leaving them feeling voiceless. Withallengingworking circumstances and a scarcity of
researchoo n | i n e pereonalifactorguitiser research is required to better
understand online faculty.
Current Trends in Online Education Research

A literature reviewof research in online educatiogvealed that most research on
online learning has centered on learning outcaimasiowthe effectiveness of online
learning compared to residential platforms (Woldeab et al, 2020). Few studies have
attempted to understaride faculty experiencén the online settingand very little is
understood about their organizational commitment (Luna, 2018).Mgthturnover
rates foronline facultyalongsidehigh levels of online faculty job satisfactidhe
relationship faculty &ve with their employer needs further investigation.

Of the research available on online facuégcher satisfactiqiself-efficacy, and
attitudes toward online educatibias produced valuable informatiqilorvitz, 2015;

Marasiet at., 2020Stickneyetal., 2019. Faculty whoexpresshigh levels of job
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satisfaction and sekfficacyaremore likely to continue their employment in online
higher education (Hampton et al., 2020). Factors that seem to support faculty job
satisfactiomalsoincludeflexibility andconnectiorto studentgStickneyet al., 2019).
Faculty satisfaction has alsodrelinked to the number of courses taugtampton et al.,
2020)Her e the facultyds experience and comf ol
provided the mechanism for their satisfactidlampton (2020) also noted thaetings of
sufficient trainingandguport al so pl ay i n-satsfadtiemcul t yo6s f
Teachers who are comfortable with technology and computers feel meeéfiealfy and
benefit from appropriate trainin§everal studieshow that on average online faculty
report high levels gjob satisfaction, with a weaker but still positive link between faculty
job satisfaction and institutional suppdvidrasiet al., 2020Stickneyet al., 2019)
Historically faculty have been hesitant to adopt online education and place lower
value on aline education as an efficacious method of higher educ@wotdeab et al.,
2020). Neverthelessyith continued student demand for online courties number of
online faculty continues to grawis more and more faculty join the online higher
education ommunity; it is important teassessheir perspectives and experiencEs
these factors play a significant role in the development and practice of higher education.
Very little research existigavestigatingthe explicit connection between online faculty
and their organizational commitmefituna, 2018)
To dateresearchonm!| i ne facultyodos relationship wi
largely focused on the ability of the faculty to adopt andcessfullymplement online
learningplatforms(Glass, 2017Martin et al., 2011 It seems that the major trend in

relevant research omtine faculty is centered on their performance, job satisfaction, and
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self-efficacy Horvitz, 2015;Marasiet at., 2020Stickneyet al., 2019 However, when

considering reported high levels of performance, job satisfaction, areffsedicy along

with high turnover rateghere seems to be a gap of understanding as to what motivates

online faculty to stay in their rolé/farasiet at., 2020 With the challenges facing online

faculty orelationship with theiwvork and employer and the lack of attentiorhtese

factors in the research communisyfurther investigation on the predictors of online

facultybés organizational commi t ment i s n
Biblical Foundations of the Study

Through both special and general revelatiéaod has communicated the design of
man as a working creation and that the nature of work, as it was originally designed to be,
is good. The book of Genesis depicts the original relationship man had to work. After
God created the heavens and the earth, he looked at the product of hisavdeclared
that it was very good(ing James Biblel769/2017Genesis 1:31). By exampléod has
imparted the idea that work can be profitable and pleasing. In the creatiqrGsidry
made man in his own image and instructed him to cultivate, maintdadus, and rule
over the earth. This conveys that God designed man to work and to work alongside one
another. This is the foundation of the Biblical worldview as it relates to the field of
industrial organizational psychology and the topic of organizdtmramitment.

Challenges in the world of work can also be understood through the Genesis
story. While God created man to work, th
making it hard and laborious. However, scripture offers that man is to worlvagkihg
for the Lord, while also serving only one mast€ing James Biblel769/2017Matthew

6:24). With ultimate allegiance to God, man is to engage in his work wholeheartedly as

ee
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an act of worship. But this will not come without its struggles. As @s@dmm researcher
it is possible to offer a biblical perspective on the pitfalls of poor organizational practices
and suggestions for how to better this process in a-fmtbring way.

Scripture is clear that God equipped man to work andhihatigh work others
can benefit. The book of Ephesians offers that through labor and honesawork
individual will have resources to share with those in n&gay(James Biblel769/2017
Ephesians 4:28). Furthermore, trends in research on organitattomaitment align
with the special revelation of Scripture. When there is a healthy relationship between the
employee and the employdoth will profit (King James Biblel769/2017Ecclesiastes
4:9; Proverbs 27:17). The benefits ofemitmentareaprod ct of Godds desi ¢
mandés relationship with his work. However,
without purpose is not reflective of Godo6s
has a godly purpose and identity.

King Solomonreflectso t hi s i n hi dlthevorksthauns hamds t h at
had wrought, and on the labour that | had laboured to do: and, behold, all was vanity and
vexation of spirit, and there was no profit under thedsdinig James Biblel769/2017
Ecclesiastes 2:11Finding significance in work alone is insufficient for many. Working
for self, not the Lord, can only bring so much purpose. For this resg@iure extorts
every b ebkyestedast, unmovedble, always abounding in the work of the Lord,
foragmuch as ye know that your labour is not in vain in the bokdiig James Bible
1769/2011, Corinthians 15:58).

When considering the pertinence of the social exchange theory in organizational

research from hiblical perspectiveit is hard to find agreeent. The social exchange
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theory provides a clear equation for the reasons why an individual will remain in a
relationship, working or otherwise. If people get more than they receive, they will stay in
the relationshipif the equation is less favorablettte person, then they will be more
likely to terminate that relationship. This reflects a very-setftered approach to
relationship continuance. While the social exchange theagvery welldescribe how
people often operate, it is naiblical becausé&od callsbelieversto a life of giving and
selflessness. For theliever, their equation is less about what they get out of a
relationship than what they can gheve. As t
indwelling of the Holy Spiritthebelieve's motivationis to share their gifts with others.
In this sensgthe motivation behind their commitment would be drastically different than
the motives and drives described by the social exchange theory.

In the context of the workingelationship a biblical view of organizational
commitment would highlight the principle of working for the Lord and not for the self or
others. It is not that a working exchange is without rewiairsl just that the source of the
reward for a biblical \v@w of organizational commitment is found in the inheritance
promised to all bédvers.Colossians 3:224st at es t hat, fAand whatso
heartily, as to the Lord, and not unto men; knowing that of the Lord ye shall receive the
reward oftheinhei t ance: f or ye Knglames Billeh769/201.r d Chr i
Here a moderator of employee organizationa
belief that their work and reward is for and from the Lord. Of course, this brings up the
potential for bakvers to be in a place of work that does not embody their beliefs, or
openly embodies antichristian principles. Understandably this could cause strain for the

employee and corresponds with research on peysgamization fit as an important
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predictor of eganizational commitmengéhanzelg& Mohanty,2018 Miller & Youngs,
202]). Biblical studyin organizational commitmermipens up the conversation to explore
alternative sourceof employee motivation and attitudes tivatolvethee mp | oy ee 6 s
belief system.
Summary

In this literature reviewfoundational concepts of organizational commitment
research revealed trenti&t parallel research on organizational commitment in higher
education. Across industtype conditions that promote organizational commithnien
employees include perceived organizational support, effective leadership styles, job
satisfaction, motivation, psychological contracfifihent, and persoiorganization fit
(GrantVallone & Ensher, 203;Hanaysha & Majid, 2018lehanzel& Mohanty,2018
Quratulainet al., 2018Soares & Mosquera, 2019ahaya, 201% Damage to
organi zational commitment occurs when empl
organization or leader, when they experience greater stress than their resources can
accommodatewhen there is conflidbetween worlife demands, and insecure
contingent working arrangemer{fBalukder,2019 Watson et al., 2021 he advent of
rapid demand for online education has produced a fighdadific growth and a body of
employes that have been understudied and underrepresented in higher education
literature(Luna, 2018) There is a sense of practitioners and universities still putting the
metaphorical plane together as online education continues to fly.

While research on orgazational commitment in other industry types parallels
research on organizational commitment in traditional-tadace classrooms it cannot be

assumed that this research applies correctly to online higher education. This is largely due
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to the drastic di#rence betweea n | i ne e d u c avorking nondtibna andél jobr ms 6
demands and tradition residential education. Online faculty do not have the benefit of
community and collegiality with their university or studeg8shriver& Kulynych,

2021). Extra efbrt must be provided in the online environment to build relationships
strained by time and distandégnpredictable course load and lower income challenge the
commitment of online faculty to their institutioiwhich has longerm impacts on the

guality of instruction. It is clear there are challenges that need to be addressed in online
higher education.

From a biblical perspectiyéhese challenges can be helped with a foundational
understanding of Godds creati onanbhveman as
dominion over creation. The Gadtended design for work challenges the assumptions of
social exchange theories that serve as the theoretical backing for most organizational
commitment researchlhere are prescribed ways of relating to workvhich man
functions best. When mandés core needs for
met due to deficits in the working environmamegative outcomes follow. This Biblical
principle is reflected in research on employee burnout, stredfictand turnover.

When considering the organizational commitment and challenges facing online,faculty
biblical perspective offers insight into motivation, reward, and purptadng intheir
work.

Universities and administrators have much to ggintderstanding the
experience of online faculty and the contributing factors predicting their organizational
commitmentGrantVallone & Ensher, 2017; Kebritchi et al., 201Ggining a better

understanding of facul tycdoddbeeédaddvancas hi p wi
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faculty training and support measures. As online educabatinues to grow in its
prevalenceunderstanding how facultglate totheir work environment is a needed topic
of researchio improvethe online education experience factlty and student alike.
Given the paucity of research on the population of online faculty and factors that
contribute to their organizational commitmeamisearch is needed to investigate this
phenomenonThe next chaptgoresentsheresearch methodsrqredures,

instrumentation, and description of tis s tatadayalysss.
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CHAPTER 3: RESEARCH METHOD
Overview
This study aimedo determine if a relationship exists betweladelivery

met hod o previoaseduchtional @gerience as a student, their highest earned
degree, emplgeestatus, length of employment, perceived organizational support, and
leader member exchangs they relate to their organizational commitment.
Furthermore, how faculty descritherganizational commitment and fact@f$ecting
their commitment wreexplored. Understanding the factors that presliganizational
commitment has implications for university administrators regarding the hiring, training,
and support for online facultyit may also address the concerning trend of online faculty
turnover and subsequent quality of online educafitis section presents the research
guestions and hypothes research design, instrumentation, data analysis, and possible
limitations of this stdy.

Research Questions and Hypotheses
The followingare theguestions and hypothestes this study:
RQ1l:What is the relationship between the
educational experience as a studentine/residential/mixedand repaied organizational

commitment in online faculty?

Hypothesis 1: There isralationshipbetweef acul t yds previ ous

experience as a studdgonline/residential/mixedand reported organizational

commitment in online faculty?

del

e (
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RQ2:What 1is the rel ati on slhghgstedocatormeyed n f acul t
(DoctoratéSpecialistMastersBachelory and reported organizational commitment
online faculty?
Hypothesis 2: There isralationshipb et ween f ac hidhésy 6s per son
educaibn level(DoctoratéSpecialistMaster¢Bachelory and reported
organizational commitmenmt online faculty.
RQ 3: What is the relationship bgeen employee statiisenefitednonbenefited)and
reported organizational commitmentonline faculty?
Hypothesis 3: There is eelationship between employee stafibsnefited non
benefited)and reported organizational commitmanbnline faculty.
RQ4:What is the relationship between facult)
organizational commitmemm online faculty?
Hypothesis 4: Thereisrae|l ati onshi p between facultyo
and reported organizational commitmenbnline faculty.
RQ5What is the relationship between facult)
and reported organizational commitment in online faculty?
Hypothesis 5: There isralationshigf acul t yds perception of
support and reporteafganizational commitmeri online faculty.
RQ6:What is the rel at repontedbadep member axahange afda c u | t
reported organizational commitmentonline faculty?
Hypothesis 6: Thereisrae |l at i onshi p bet we eerchangecul t y o6

and reported organizational commitmenbnline faculty?
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RQ 7: How do online faculty describe what it means to be committed to their employing
institution?
RQ 8: How do online faculty describe the factors that contribute to their commitment to
their institution?
RQ 9: How do online faculty describe what their employingtitution can do to improve
their organizational commitment?
Research Design
A mixed methods research desigaschosen for this study. The rationale for
usingbothquantitativeand qualitative methods is &dlow for a moreholistic
i nvestigation into the factors that contri
commitmentGiven prior research on organizationahanitmeniresearch in residential
faculty, and other industrigsrovided predictive factor®f the delivery method of
f a c upreaviguéeducational experience as a student, their highest earned degree,
employee status, length of employment, perceivedrorgtional support, and leader
member exchangas they relate to their organizational commitm@&iven the lack of
research specific to online faculty in regards to their organizational commjanent
gualitative portiorwasselected to provide the opponity for unspecified predictors to
emerge from thé a ¢ udesciypbos of their personal experiencenvéishopel that
using a mixed methods desigiould provide a more comprehensive and complete
understanding of online facyltdosganizational commitnme predictors
Participants
Participants for this studyerefull and parttime online adjunct instructors from a

private postsecondary university in the southeast United States. Participargs
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recruited with emails sent from their department Beeguesting voluntary participation
in the study with a description of the study as well as parameters for participation (see
Appendix A). Participantsiereat least 18 years of age amndre currently an online
teaching employee of the universiBermissiorto recruit wasobtainedthroughlRB
approval Recruitment emails @aresent by various schools within the university
including the school of counseling, social wardjgion, government, education, general
studies, and busineésee Appendix B)

The neessary sample siZer this mixed methods study invold¢he
consideratiorof bothpower analyseand saturatiostandardsfor quantitative analysis
it is customary to use an alpk@gnificanceevel of .05 and conventionatlesired level
of powerof .95 (Cohen, 1988Martin & Bridgmon, 2012 Using G*Powel3.1 software
to calculate a priori analysis involvirgix predictorvariablesthe resultingsample size
parameters db7 participants (see Appendix G3*Power provides the minimum sample
size needechowever, Tabachnick & Fidell (2007) recommend the following formula for
calculating sample size (N > 50 mBwith m representing the number of predictor
variables. With 6 predictor variabldbe recommended sample size for this sts®8
participants

For the qualitative portion of this studpe goalwasto reach saturation of
responses where no new themes or informaiarrgedrom the participards responses.
To reach saturation, the nature of the population, whether it is a homogeneousdr vari
population and the complexity and scope of the research questiploredwas
considered (Creswell & Poth, 2018elative homogeneity of the population can be

assumed for the purposes of this study on online fagiugn theirsimilarrole and
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employment from the same institution. The scope of the qualitative questenedairly
narrow, aiming to gain a better understanding of factors contributing to faculties
organizational commitmenCreswell and Poth (2018commendhat for a
phenomenologicaksearch question whose aim is to descuinelerstand, and interpret
participanés experiencepnly a small sample size is required to reach satura@imen
these factorghe quantitativesample size 088 participants more than met the
requirements fothe qualitative portion of this study.
Study Procedures

Adjunct instructors across levels of instructioarerecruitedvia emailfrom the
undergraduate level to the doctoral lefivein the schoa of counseling, social work,
governmentreligion, education, general studies, and business (see Appendix A)
Research particamtswereincentivized with a chance to win one of two $100 gift cards.
Participants receivka link to take a anonymougfualtrics survey composed of items
measuring he del i ver y previolseddcationl eXperienuelas aystudent,
their highest earned degree, employee status, length of employaeaptions of
supporta s measur ed by Hemsservewfperagiged organizattbitale 8
support (SPOS)eader member exchange as measured by the-ZMiXd Allen and
Me y e r 6-sompohenteedel of commitment questionnaiiiee survey contagd
both quantitative questions and oparded qualitative questiorBenographic data as
gathered as control variabjéscluding sex, ageandrace(see Appendix D)After
successfully completing the surydgculty email information wsentered into a random
drawing for thegift cards. Recipients of the gift cards recelitieeir winnings in the form

of aVisa eGift card to their email account provided during the survey.
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Instrumentation and Measurement

This study utilizedhreepreexisting nstruments t o measure or
perceived organizational suppdgader member exchanged orgaizational
commitment Additionally, demographic information on age, sex, and veasgathered
to be control variables. Other predictor variapiesluding the delivery method of
f a c upreaviguéeducational experience as a student, their highest earned degree,
employee status, and length of employnweteasked on the survein total the length
of the combined survey wd8 questions (see Appdix D).
Quantitative Questions

Of the43 questionsn the combined survey0 were quantitative in nature and
centered on measuringtdee | i ver y met h o dprewouseducationan e f ac ul t
experience as a student, their highest earned degree, emptayes, length of
employment, perceived organizational support, leader member exchange, and
organizational commitment.
Education Delivery Method

Education delivery method, or modalitg,recognized in the field of education as
the platform and methods delivery of instruction, namely, the nature of the degree
whether it was attended at a distance online or in persofddaee(Rhode et al., 2007
The method of thenlinefaculty membeis personakducation experiencss a student
was measuredith researce-c r eat ed questi on RAFOINOdi ng t he
AAll Residentiad fiMixed Online and Residental t o al | ow f or al | pos:
experiencesacross all levels of earned degrdess assumed that online faculty Wilave

obtained at least one degree, which could have been obtained in, petswn or a
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combination of both online and residential settinga faculty member obtained their
bachelors, masters, and doctorAHl degrees r
Resi denft iadllo.t he faculty member és degrees W
woul d Al®lné ¢ Iniekbe wi s e, if a faculty member o
degree in person and their Mbdiged@nineand degr ee
Residentiad .
Level of Education

Onl i ne highesupkersopaidscation level was measured by a researcher
created questi on pPocorat® dSpatiglisbt,Magier® pt oons of
fiBachelore t o capture all the possible educatio
have obtainedl'he level of education amardinal variable represerttse education
ladder or progression of degrees which increaseomplexity and experience and is
recognzed by thdnternational Standard Classification for Education (IBCE003).
Employee Status

Employee status of online faculty members was measured by providing
participants with a researchereated question asking faculty for their current
employment &tus withtheir employing universityvith the following options,
fiBenefited fiNon-benefited .According to the US Bureau of Labor Statistics
employee benefits status is different according to employer but generally implies some
level of payment/valuéhait is given beyond wages salary such asnedical insurance,
retirement, and disabilityBLS, 2008. Facultywereprovidedwith definitions of

employee statusriteriaon the surveyit is possible that faculty teach at multiple schpols
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however, thigortion of the studpecifically askdfaculty to report only on their
experience witltheuniversityfrom which theywererecruited for this study.
Length of Employment

Facultyds | ength of aregpirdiecreaed uestioms me a s
asking for the number of yeattsey have been employed as an online adjunct instructor
for the university from which they have been recruited for this study.
Perceived Organizatinal Support

The perceived organizational support of online faculgmeasured with the-8
itmeEi senbergerdés survey of perceived organi
1986).The 8itme SPOSonsists of 8 question asking participasteEtements tit they
rank on a goint Likert scalaepresenhg possible opinions thaheymay have about
working at their employing organization. Questions are aimed at measanmgat
degreeghe employee feels that their organization values their contributionaaed about
their welkbeing and acknowledges their accomplishmértie.8-item SPOSshortened
version was derived frotakinghigh loading item$orm theoriginal 36item survey The
original surveywasunidimensionahnd had very good i ntaer nal
= .97)(Hutchinson, 199) The resulting 8tmes SOP®ias a good reliability with
Cr o n b arangingsfrom .74 to .95 (Eisenberger et al., 1990pre and Tetrick
conducted a confirmatory factor ansity and found the SOPS to have adequatstaart
validity and to be distinctrbém affective and continuance commitment (Shore & Tetrick,
1991).

Leader Member Exchange

r
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Thef acul t yds | e adwasmaaunedvetnthesyiged h985n g e
LMX -7 scale vith 7 questions aimed at describing thtionshipwith their leadeor
subordinateTest taker@reasked to indicate to what degree the questa@mab-point
Likert scale bestits what is true for thenilhe total scores can be interpreted as very
high (30 35), high (2529), moderate (2@4), low (15 19), and very low (i714). The
original LMX-7 (1995) utilized the terminology of leader (follower) to designate the
relationshipbetween a leader or a subomt® Given the focus anapulationof this
study the t ewem)il daackserbe(efnolrle!l aced with @i
LMX -7 is a widely used scale with good validity and reliability and has become the most
commonly usedcalefor leader membegxchange operationalizatioG#liskan, 2015
Sasakiet al., 2020Schriesheinet al., 1999 Unidimensionalityof the scale isssumed
given the high correlations among iteoapturing trust, respect, and obligati@raen &
Uhl B i e, with interaa@cdngistencyscores ranging frorl@ r o n b @ = .80340s.90
(Hanasono2017).
Organizational Commitment

Online faculty6és o wapmeasuredith thereviaed 19670 mmi t m
Allen and Myerghree componerrganizational Commitment Questionnairehnii3
guestions, 6 questions per subscale (affective, normative, and continuancejpointa 5
Likert scale (Allen & Myers, 1997As one of the more populaneasuremestof
organizational commitment the psychometric propedfesllan and Myers scalbas
been extensively examinedonsistent confirmatory factor analysis results show good
construct validity (Hackett et al., 199490hen (1996) offered further support for tise

of Allan and Myers three component scale demonstrating good discriminant validity and
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superior performance as compared to other measures of organizational comnaitment (
45.42, p < .01¢?/df = 1.89; AGFI = 0.919)This provides good support for &h and

Myers theory that organizational commitment is best seen as a multidimensional concept
(Cohen, 1996).The three sulscales of affective, normative, and continuance

commitment are scored individually to provideanpleteorganizational commitment

profile.

Qualitative Questions

For the qualitative portion of the survey opemded questions pertaining to the
f acul trgpbred facterks that contribute to their organizational commitmerd
provided(see Appendix D)The purpose of the qualitative portion of the surweg to
give faculty the opportunity to share their erence in their own words and allow for
possible predictor variables not captured in the quantitative section to be identified.
Qualitative estionsaskedonline faculty todescribe what it means féremto be
committed taheiremploying institutio aswell as a description dhe factorghey
believe contribute ttheir commitment taheir employing institution Faculty werealso
asked what they believe their employing university can do to increase their organizational
commitment.

Faculty weregiven the opportunity to provide a reflection of their work
experience in their own words in the form of short answer responseseRmurpose of
providing validity to the studit wasrecommended by qualitative standards to use the
triangulation of multiple different data sources to corroborate the evidences found
(Creswell & Poth, 2018). By using a mixed method approhehresearatr usedboth

forms of data to provide corroborating evidence of any themperspectivehat emerge
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from the data. The researclaso clarifiedtheir own biases, values, and experiences in

this study to strengthen validity and credibility of the findinghe trustworthiness of the

gualitative questions asfurther established with réch thick descriptiorof the research

findings increasing the transferability of the findings. Dependabiliagaded in the use

of collaboration with the chair and conttee member overseeing this stubhaving a

peer who is familiar with the phenomenon being observed, reviewethearch process

anddata analysiprovides the results wittiependabilityandconfirmability.
Operationalization of Variables

This sections adesciption of how each variablevasoperationalizednd measured

Delivery Methodi The educatiomnelivery methodvariablewasa nominal variablevith

three leveland will be measured by researchezatededucational experience question

asking participants to select the category that best fits their prior educational experience

as a studenCategories will bé& A Drlined fi A Rdsidentiad ori Mi xOalide and

Residentiad .

Education Leveli The education level variableasan ordind variable and will be

measured by researcheneated personal education level asking participants to select the

category thatepresents their highest level of education ear@ategories will be

fDoctorat® , Spetialisb ,Magier® , fiBaahelors .

EmployeeStatusi The employment statuwsriablewasan ordinalvariable and will be

measured by researcher created employee sfaéstionasking participants to select the

category they fall withinCategories will bé&Benefited or fiNon-benefited .
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Length of Employmenti The length of employmemnariablewasa ratio variable and
will be measured bthetotal number of years served asaaijunct instructor ofhe
university of recruitment for the study.
Perceived Organizational Supporti The perceived organizational suppeatiablewas
a ratio variable and will be measuredtbhgtotal scoreonthEi senbeiteger 6 s 8
survey of percewd organizational support (SPOS) (Eisenberger, 1986).
Leader Member Exchangei Leader membegxchange variablasa ratio variable and
will be measured by a total scoreontheLMX ur vey ( Graen .& Uhl Bl e
Organizational Commitment i Theorganizational commitmemariablewasa ratio
variable and will be measured the profile provided in the three stdrores of affective,
normative, and continuance commitmeodresontheAl | en and -Meyer 6s t h
component employee commitment questiorméhllen & Meyer, 1990
Data Analysis

Statistical package for the Social Scienc®B83%3 1 version Z wasutilized to
conducta stepwise multipleegression analysis of the quantitative portions of the survey.
There aresix predictor or independent vabis in this studydelivery method of
f a c upreaviguéeducational experience as a student (online/residential/mixed), their
highest earned degree (doctorate/specialist/masters/bachelors), employee status
(benefitednon-benefited, length of employment, perceived organizational support, and
leader member exchangkhe dependent variableaso n | i ne f aepartédt y 6 s s el
organizational commitment which has three-somponents, affective commitment,
normative, and continuandeor RQ1-RQ3 a tway ANOVA wasused tadeternine if

there is a relationshipetween the independent variable in these questions and the
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dependent variabld P e a rr comwefatibisanalysis was used to determine if there is a

relationship between the indepemd variable of RQ4ARQ6 and the dependent variable of

this study. A follow upstepwise multipleegression analysis was use to evaluate the
correlation of RQ5 and RQ6 as they relate to the dependent vgivédotin &
Bridgmon, 2012

For the qualitativgportion of the study thénteeoperrended questions asking
faculty to disclose the sefeportedfactors that contribute to their organizational
commitmentwvasanalyzed through the process of memoing and coding to identify
emergent themes and patternshiret f a c u | t yJdssficatioa forphts nadae s .
analysis procedurs provided by standardsf qualitative research design. The main
objective f or qurmadkasenaeof, or eterpret, pleemomena in terms
of the meanings people britng them (Denzin & Lincoln, 2011, p. .3yhe phenomena of
online facultydéds organizati onalGivenahemi t
lack of preexisting knowledge the useopfenrendedqualitative questions to round out
thebreadth of the study pvides justification for this method. The processngimoing

and coding to identify emergent thenoéghe written response datasselected as a

to 0N

me nt

means of providing meaningful representat.i

the online educatiofCreswell & Poth, 2018).
Delimitations, Assumptions, and Limitations
Delimitations of this study signify boundaries for inclusion to ensure that the
population of interest represents the desre@pulation of the research question. In order
tomeasur¢ he predictors of online facultyod

of faculty currently teaching fahe selectedn i ver si t y 6s o ghosem e

S or g

progr
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Participants needed to give constor their participationtherefore the age of 18 was
also provided as a boundary for inclusiBaculty who teach in the residential program
of this university vere alseexcluded as they will inherently have different perspectives
than faculty who tedcsolely for the online division of thimiversity.It is assumed that
faculty responddwith accuracy and honesty. This presenpotential limitation in that
the population ofespondentsvasrecruitedfrom the same institution through which yhe
are enployed.Faculty may be hesitant to answer questions about their job and their
commitment to their university, which may deter them from participation or providing
honest response®ther imitations of this studynvolve theunique nature of the
population being recruitingas well as the manner of recruitmenie findings may not be
easily generalizable to the larger field of higher education facultyeamiversitywhere
faculty will be recruited frons a private evangelical institutiopptentiallynot

representative of the large population of online faculty in the United SGdesenience

sampling also provides a |imit to the gene
Summary
The purpose of this mixed methods study on predictbosn | i ne f acul tyods

organizational commitment identifiéglquantitative questions regarding thelivery

met hod of facultyds previous educational e
degree, employee status, length of employment, perceived organizational support, and

leader member exchangs they relate to their organizational commitrreend3 opened

ended qualitative questions aimed at understanding how online faculty express the factors
thatcontribute to their organizational commitmetwashypothesized thahere was a

difference betweethed e | i ver y met heviaisedutatiohahexpetliencg &sa p
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student, their highest earned degree, employee status, length of employmenggerce
organizational support, and leader member exchaadleey relate to their organizational
commitment.

Facultywererecruitedfrom aprivate postsecondary university in the southeast
United Statesindwereat least 18 years or older and seras a curent online instructor.
They receivd an anonymous online survey andreentered to win one of two $100
eGift cards for their participation. The quantitative portions of online surveynasita
analyzed with SPSS versioii & conducial-way ANOVAforRQI-RQ3, a Pear son
correlationanalysis for RQRQ6, and atepwise multipleéegression analysis to
determine if a correlation existed between RQ5 and RQ6 as they related to the dependent
variable of organizational commitmeifiie qualitative section dhe survey dataas
analyzed through the processneémoing and coding to identify themesn t he f acul t
responses as a means of providing meaningful representations of their experience.
Considerations of the boundaries of the study and assumptions include justification of the
inclusion criteria and measures taken to ensure the validihedtudy. Possible
limitations include the nature of the population and methodolode&signto utilize a
pool of participants thavasconvenient to the researcher as well agtlies ear cher 0 s
personatelationshipto the topic The next chapterpreseit he st udyoés resul t
by research question. Both the statistical findings for the quantitative questions as well as

codes and theme frequencies for the qualitative quesirepsesented.
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CHAPTER 4: RESULTS

Overview

This mixed methods studgimedt o i nvesti gate the predict
organizational commitment. Researchers have identified common predictors of
organizational commitment across indiesgsivh i ch 1 nf or med t he sel ec
predictor variableto includethedeli very met hod of facultyds pr
experience as a student, their highest earned degree, employee status, length of
employment, perceived organizational support, and leader member exelsahgg
relate to their organizational commitmenheliterature also presented a gap on how
these variables impact the role of the online adjunct as much of thegkestearch has

been conducted on residential populagiohfaculty members.

As thiswasmixed methods study guantitativeresearch questions seeking to
examine the relationship, if any, between online faculty members andptieeksetor
variableswere positeas well as 3 opened ended qualitative questions aimed at
understanding how online faculty express the factors thatilcote to their
organizational commitmenin this chapterthe research questions and hypotsese
reiterated A description of the participaist demographics follos Next, the results of
the quantitative data analysis are discussed and the qualitatia show the themes or
patterns in the facultybds perceptions of ¢
Finally, a summary of this chapter will conclude with an evaluation of the research

design anéhsummation of results.
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Research Questions
RQ 1: What is the relationship between
educational experience as a student (online/residential/mixed) and reported
organizational commitment in online faculty?
RQ 2: What 1is the r el ahnbalhghestkedugatioblevelwe e n
(DoctoratéSpecialistMastergBachelor$ and reported organizational
commitment in online faculty?
RQ 3: What is the relationship between employee status (benefitdak#nefited)
and reported organizational commitment in onfeeulty?
RQ 4: What is the relationship between
reported organizational commitment in online faculty?
RQ 5: What is the relationship between
support and reported organizational coitnment in online faculty?
RQ6What i1is the relationship between fact
exchange and reported organizational commitment in online faculty?
RQ 7:How do online faculty describe what it means to be committed to their
employing institution?
RQ 8:How do online faalty describe the factors that contribute to their
commitment to their institution?
RQ 9: How do online faculty describe what their employing institution can do to

improve their organizational commitment?
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Hypotheses
Hypothesis 1: There isralationshipp et ween facultyds previo
experience as a student, online/residential/mixed, and reported organizational
commitment in online faculty.
Hypot hesis 2: There is a relationship
education leveloctoratéSpecialistMasteréBachelor$y and reported
organizational commitment in online faculty.
Hypothesis 3: There is a relationship between employee status (benefited/non
benefited) and reported organizational commitment in online faculty.
Hypothesis4Ther e i s a relationship between f
and reported organizational commitment in online faculty.
Hypot hesi s b5: There is a relationship
organizational support and reported organizational commitmemtlime faculty.
Hypothesis 6: Thereisrae|l at i onshi p bet ween facultyé
and reported organizational commitment in online faculty?

Protocol

Data werecollected through Qualtrics online survey and exported to Statistical
Package fothe Social Sciences (SPSS, Versions 27) for analysis. lm&cadedper
thescoring procesdictated by the test developers associated with each subscale
priori analysis forsix predictorvariables resulted in a necessaaynple size parameter of
67 participants (see Appendix G3*Power providd the minimum sample size needed,

however, Tabachnick & Fidell (2007) recommend the following formula for calculating
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sample size (N > 50 +§ with mrepresenting the number of predictor variables. With 6
predctor variables the recommended sample size for this study is 98 participaotsl

of 1550f those faculty membek an online universityesponded to the survey and after
removing incomplete surveys, the resulting data set consisted of 101 usable survey
responseslVith the necessary sample size for this study beinganedipha significance
level of .05 and a conventional desired levepaiver of .95 can be assunied

guantitative analysis of a multiple regression model (Cohen, 1988; Martin & Bridgmon,
2012).

During theonlinesurvey creation processne of the 8 questions in tiseirvey of
Perceived Organizational Support Section (Ursitg of Delaware, 1984)as
erroneoushyomitted. To resolve this in the resulting dagamean substitution was applied
to the perceive organizational support stdcrale for tle missing item. As thegrceived
organizationabupportsectionis reported asn average scoyé can be assumed that a
mean substitution remedied the possible influence of the missing test question and did not
alter the participadb results on this particular subscale.

Descriptive Results

The following demographic datapresent the 101 participants who responded to
the survey with usable resulfBablel shows the frequency in age subranges regarding
the samplen(). Nearly 80% ofespondentseported ages ranging from-85, with the
most frequent age being 51, the mmoim 27 and the maximum age of 80.

Table 1

Age of Participants

Age Range Frequency Percent
25-35 6 5.9
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35-44 30 29.7
45-54 28 27.7
55- 64 23 22.8
65 andover 14 13.9

The generations represented in the particijganeiported ages show that 46.5%
fall in the Gen X generation whighcludes individuaborn between the years 1965
1980. Gen Xers are currently-5Z years of agat the time of the studyarticipands
who are 2641 years of age fall in the Millennial geration and represent 26.7% of the
studyods part i oomprawithages rarjingiriorh 234 répyesent B3.8%
of t he st udlgsllysthepgestyWar hemdrationm is represented in only 3% of
the participants.
Table 2

Age Frequency by Generation

Generation Frequency Percent
Millennials 26-41 27 26.7
Gen X42-57 47 46.5
Boomerss8-76 24 23.8
Post War77-94 3 3.0

The gender of the participants raleda predominantly femalsample with
65.3%o0f participants beinfemaleand 34.7% male.
Table 3

Gender of Participants

Gender Frequency Percent
Male 35 34.7
Female 66 65.3
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Participants hacheoption to identify a®American Indian or Alaska Native,
Asian, Black or African American, Native Hawaiian or Other Pacifica Islander, or White.
An overwhelming 89.1% selected as White, 7.9% as Black or African American, 2%
Asian, and 1% American Indian. This demograpkjaresatsthe most differentiating

demographic of the participants.

Table 4

Race of Participants

Race Frequency Percent
American Indian 1 1.0
Asian 2 2.0
Black or African 8 7.9
American

White 90 89.1

Participants were asked to repibre level of theihighest earned degree, resulting
in a 71.3% holding a terminal doctoral degnehile 25.7% holda mast er 6 s degr e
only 3% hold a specialistdegré¢o par ti ci pant repordgeasd hol di
their highest earned degree.
Table 5

Highest Earned Degree

Degree Frequency  Percent
Doctorate 72 71.3
Specialist 3 3.0

Masters 26 25.7
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Similarly, the participants were asked what methoddiicationatielivery they
had eperiencedas astudentwith the options of residential only, online only,amix of
both online and residential methods of delivery. The majority ofqiaaintshave
experienced what it is like to be a residential and online student with 75.2% reporting
both online ad residential methods of delivery of thpersonheducation. Less often did
faculty have a uniguely online or residential delivery method with 14.9% only having
residential experience as a student and a less frequent 9.9%awimgonline
experience aa student.
Table 6

Method of Delivery of Personal Education

Method Frequency Percen
Online 10 9.9
Residential 15 14.9
Both Online and 76 75.2
Residential

Participants were then asked to report on their current employmentvsiiditsis
institution. They were given the optionshenefited omon-benefited with the qualifying
definition of benefited employees being those that receive forms eivaga
compensation outside of their normal wages or satargh as medical insuragdife
insurance, disability, retirement, and paid time Aff.overwhelming 85.1%f
participants reported holding a nbenefited position with the university with only
14.9% holding a benefited position.

Table 7
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Employee Status

Status Frequency Percent
Benefited 15 14.9
Non-Benefited 86 85.1

Lastly, the participants were asked to report the number of years they had served
as an online faculty member at the university. The majority of participants reported
teaching between-13 yeargepresenting 53.5% of the respondd®e rext highest range
of length of employment was 80 years at 18.8%, followed by 14.9%vingtaughtfor
11-15 years, then 11.9% teaching for less than a year, and finadyparticipant
reported teaching for the university for 16 years representinigrigestiength of
empbymentof all the participants.

Table 8

Length of Employment

Number of Years Frequency Percent

Less than 1 12 11.9
1-5 54 53.5
6-10 19 18.8
11-15 15 14.9
16- 20 1 1.0

Study Findings
To determine if a relationship existed betweeganizational commitmerind the
delivery method of facultyds previous educ
earned degree, employee status, length of employment, perceived organizational support,
and leader member exchange tegearcher usedway ANOVA for theRQ 1-3

predictor variablef past education, highest degree, employee and employee status as
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the most appropriate test for the nature of tivesmbles Then the researcher sought to
determine if a relationship existbétween the predictor variables of length of
enmployment, perceived organizational support, and leader member exchange with a
P e ar s teshd Isear correlation. The ratio nature of these variables allowed for the
use of thePearsortorrelationcoefficientfor RQ 4-6.

As a follow-analysis for theuantitativeresearch questiona stepwise multiple
regression analysis was conducted to see how the variables of peorgiamizational
support and leader member exchapgalictedorganizational commitmenior all of the
above analysjghe participatés organizational commitment was represented by a total
organizationatommitment score (OC_Overall) as well as by-suie of organizational
commitment with (OC_A_Avg) representing the average affective commitment score,
(OC_C_Avg) representing the comiance commitment score, (OC_N_AvQ)
representing the normative commitment scaks.Allen and Myers organizational
commitment is a multidimensional concept, the threeszattes of affective, normative,
and continuance commitment are scored individuallgrovide a complete
organizational commitment profiteat should be taken into consideration when
interpreting result¢Cohen, 1996).

For the qualitative research questions, the participassay responses were
analyzed by first reading the respeady research question to get a feel for any repeated
words or sentiments expressed by the faculgywords were identified to create codes
that captured the main ideas presented in the essays. Each response was labeled with a
code that best described attthe faculty was conveyg in their response. The resulting

codes were grouped by emerging themesghatmarized therincipalideas of the codes
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identified in the research question. The frequencies of both the codes and themes for each
research question were theonsidered.

By using a mixed method approatie researcher used both forms of data to
provide corroborating evidence of any them@e@nrspective that emerged from the data.
This triangulation of multiple different data sources increased the ability of the researcher
to provide a valid interpretation of the study findings (Creswell & Poth, 20h&).
researcher also clarified their owrabes, values, and experiences in this study to
strengtherthevalidity and credibility of the findings. The trustworthiness of the
gualitative questions @refurther establishelly providingdetailedtheme and code
descriptions that included direct quofesm the participants. Providing a déed
description of the participant demographics aidedrémesferability of the findings.
Dependabilityand confirmability were furthdacilitatedby collaboration with the chair
and committee member overseeing ttudy.
Research Question 1

Research question 1 sought to determine if a relationship existed bétween
delivery method obnlinef acul t yéds previous educational e
(online/residential/mixeddnd reported organizational commitmehtl-way ANOVA
wasconducted to determinetiierewas adifferencebetween theneans othethree
typesof delivery methodor onlinef acul t yés previous education
and reported organizational commitmeFte results of the-tvay ANOVA did not
indicate that a significant relationship existed between the methods of the faculty
member 6s pr evi o utetaleghnizatonalcommitragnndr t hei r

organizational commitment subscales scoféereforethe null hypothesis was not
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rejected.Table9 shows the lack of relationship between these variael@nsacross all
subtypes of organizational commitment.
Table 9

1-way ANOVA Past Education Method

Sum of
Square: df Mean Squar: F P
OverallOC Between Groups 270 2 135 .158 .854
Within Groups 84.074 98 .858
Total 84.344 100
Affective OC Between Groups 1.036 2 .518 294 746
Within Groups 172.53% 98 1.761
Total 173.571 100
Continuance OC Between Groups 1.102 2 551 .259 A72
Within Groups 208.15¢ 98 2.124
Total 209.261 100
Normative OC Between Groups 3.656 2 1.828 1.021 .364
Within Groups 175.44¢ 98 1.790
Total 179.102 100

Research Question 2
Research question 2 sought to determiradlationship existed betweemline
facul tyds per son alDoctoratgSpexialistMastetédBactelorfanch | e v e |
reported organizational commitmeAt 1-way ANOVA was conducted to see if there
was a difference between the means of these foupgro
(DoctoratéSpecialistMasteréBachelory and facul tyds organi zat.
results of the 4vay ANOVA did not indicate that a significant relationship existed
betweenthé acul t yd6s per s on aéandthdigydradlsganizaiothal c at i on

commitment nor subscale organizational commitment scofable10 shows the lack of
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relationship between these variable means across atygab of organizational
commitment.
Table 10

1-way ANOVA Highest Degree

Sum of
Squares df MeanSquare F P
OverallOC Between Groups 270 2 135 .158 .854
Within Groups 84.074 98 .858
Total 84.344 100
Affective OC Between Groups 1.036 2 518 294 746
Within Groups  172.535 98 1.761
Total 173.571 100
Continuance OC BetweenGroups 1.102 2 551 .259 72
Within Groups  208.159 98 2.124
Total 209.261 100
Normative OC Between Groups  3.656 2 1.828 1.021 .364
Within Groups  175.446 98 1.790
Total 179.102 100

Research Question 3

Research question 3 sought to determiaéiationship existed betweemline
f a c uémplgyéesstatus (benefited/nbanefited) reported organizational commitment
A 1-way ANOVA was conducted to see if there was a difference between the means of
thesetwo groups (benefitedneme nef i t ed) and facultybds orga
The results of the-tvay ANOVA did not indicate that a significant relationship existed
bet ween the facul ty @®ralbmanizationa @mmitmgibou s and
organizational commitment subscale scofieable 1L shows the lack of relationship
between these variable means across altyoss of organizational commitment.

Table 11
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1-way ANOVA Employee Status

Sum of
Squares df Mean Square F P
Overall OC Between Groups 734 1 734 .869 .354
Within Groups 83.611 99 .845
Total 84.344 100
Affective OC Between Groups .020 1 .020 .012 915
Within Groups 173.551 99 1.753
Total 173.571 100
Continuance OC Between Groups 546 1 546 .259 .612
Within Groups 208.714 99 2.108
Total 209.261 100
Normative OC  Between Groups 2.850 1 2.850 1.601 .209
Within Groups 176.252 99 1.780
Total 179.102 100

Research Question 4

Research question 4 sought to determingdationip existedbetweeronline
facultyodés | ength of empl oymentAcarreldtiom eport e
analysis was conducted for each form of organizational commitmenhe overall
average organizational commitment score with lenfthce mp |l oy mentr. A Pear
correlation revealed a significant relationship for overall organizational commitment
(OverallOC), r (99) = .196p <.001 (two tailed) andontinuance organizational
commitmentwith faculty members length of employméd@ontinuanceOC), r (99) =
.285,p <.001 (two tailedwith faculty members length of employment. Tduerelation
analysis revelatethat 3.84% of the variation in overall organizational commitment is
accounted for by length of employment and 8.12% of the variatioantinuance
commitment accounted for by length of employm@iaible 2 shows the significant

relationship between overall and continuance commitment and length of employment and



the lack of relationship between affective and normative commitment iagith lef

employment.

Table 12

Pearsonr for Length of Employment

Years of
Employment Overall OC
Years of Pearson 1 196
Employment Correlation
Sig. (2tailed) .050
N 101 101
Overall OC Pearson 196 1
Correlation
Sig. (2tailed) .050
N 101 101
Years of Affective
Employment oC
Years of Pearson 1 .047
Employment Correlation
Sig. (2tailed) .640
N 101 101
Affective OC Pearson .047 1
Correlation
Sig. (2tailed) .640
N 101 101
Years of Continuance
Employment OoC
Years of Pearson 1 .285"
Employment Correlation
Sig. (2tailed) .004
N 101 101
Continuance OC  Pearson .285" 1
Correlation
Sig. (2tailed) .004
N 101 101

87
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Years of Normative
Employment OC

Years of Pearson 1 .04¢
Employment Correlation
Sig. (2-tailed) 627
N 101 10!
Normative OC Pearson .049 1
Correlation
Sig. (2tailed) 627
N 101 10!

Research Question 5

Research question 5 sought to determine if a relationship existed bemlieen
facultydos perceived organizational.Asupport
correlationanalysis was conducted for each form of organizational commitmdiihe
ovenall average organizational commitment score with perceived organizational support
(POS_Tot al ) rcorllatitheexagaledoarsigndicant relationship for overall
organizational commitment (Over&@IC), r (99) = 427, p <.001 (two tailed)affective
commitment Affective OC),r (99) = .622p <.001 (two tailed), and normative
commitmentNormativeOC), r (99) = .468p <.001 (two tailedwith faculty membeis
perceived organizational commitme@bntinuance organizatioheommitment
(ContinuanceOC) did not have a significant relationship with faculty members perceived
organizationakupport The correlationanalysisrevealedhatperceived organizational
support accounted fdB.23%of the variation in overall organizatial commitment
38.69%o0f the variation iraffectivecommitmentand 21.90% of the variation in
normative commitmeniTable B shows the significant relationship between overall

affective, and normativeommitment angberceived organizational commitmeartd the
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lack of relationship betweearontinuance commitment and perceived organizational

support.

Table 13

P e a r sréonP&rseived Organizational Support

POS Total OverallOC

POS Total Pearson 1 A7

Correlation

Sig. (2tailed) .000

N 101 101
Overall OC Pearson 427" 1

Correlation

Sig. (2tailed) .000

N 101 101

Affective
POS Total OoC

POS Total Pearson 1 627"

Correlation

Sig. (2tailed) .000

N 101 101
Affective OC Pearson 627" 1

Correlation

Sig. (2tailed) .000

N 101 101

Continuanc:
POS Total oC

POS_Total Pearson 1 -.18¢

Correlation

Sig. (2tailed) .06:

N 101 10!
Continuance OC Pearson -.185 1

Correlation

Sig. (2tailed) .063

N 101 10!
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Normative
POS Total OC

POS Total Pearson 1 468"

Correlation

Sig. (2tailed) .00(

N 101 10!
Normative OC Pearson 468" 1

Correlation

Sig. (2tailed) .000

N 101 107

Research Questior

Research question 6 sought to determine if a relationship existed between online
facultydés | eader member exchange and repor
correlationanalysis was conducted for each form of organizational commitment as well
as the overalhverage organizational commitment score with leader member exchange
(LMX_Tot al ) rcorelati®orraveaded asigsificant relationship for overall
organizational commitment (Over&@IC), r (99) = .350p <.001 (two tailed), affective
commitment Affective OC),r (99) = .529p <.001 (two tailed), and normative
commitment (99) = .409p <.001 (two tailed) with faculty members perceived
organizational commitment. Continuance organizational commitr@amttihuanceéOC)

did not have a significant relanship with faculty members perceived organizational
support. Theorrelationanalysisrevealedhatleader member exchange accaiot
12.2%% of the variation in overall organizational commitme@m.98% of the variation in
affective commitment, and6.73% of the variation in normative commitmeiiable 4

shows the significant relationship between overall, affective, and normative commitment
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andleader member exchangad the lack of relationship between continuance
commitment andeader member exchaag
Table 14

P e ar srfonLéasler Member Exchange

LMX Total OverallOC

LMX_Total Pearson 1 .350"
Correlation
Sig. (2tailed) .000
N 101 101
OverallOC Pearson .350" 1
Correlation
Sig. (2tailed) .000
N 101 101
Affective
LMX_Total oC
LMX_Total Pearson 1 529"
Correlation
Sig. (2 .000
tailed)
N 101 101
Affective OC Pearson 529" 1
Correlation
Sig. (2 .000
tailed)
N 101 101
Continuance
LMX Total oC
LMX_Total Pearson 1 -.193
Correlation
Sig. (2- .053
tailed)
N 101 101
Continuance OC Pearson -.193 1
Correlation
Sig. (2 .053

tailed)
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N 101 101
Normative
LMX Total oC

LMX_Total Pearson 1 409"
Correlation

Sig. (2tailed) .000

N 101 101

Normative OC Pearson 409" 1
Correlation

Sig. (2tailed) .000
N 101 101

Stepwise Multiple Regression Analysis for LMX and POS

In light of both LMX and POS having a significant predictive relationship with
organizational commitment and varying sstalesa stepwiseregression analysis was
alsoconducted taleterminewhich ofthesemultiple predictorsbest predicted
organizational commitmentable b displays the results of tleepwise multiple
regression analysis for LMX and POS as predictors of overall orgamahtio
commitment. LMX was excluded from the model as it did not contribute to the
significant relationship in this model. POS was shown to account for 17% of the variance
in overall organizational commitmeR(1,99) = 22.11p<.05,R?>= .18, R%qj=.17.
Table 15

Modelwith POSas Predictor of Overall Organizational Commitment

Coefficient Estimate SE R R%agy R?Change p-value
Intercept 3.35 0.27 <.05
POS 0.28 0.06 043 0.17 0.18 <.05

Note F(1,99) = 22.11p<.05,R?= .18,R%yj=.17.LMX excluded from model.

In addition to overall organizational commitment, a stepwise multiple regression

analysis was computed to examine how LMX and POS predicted organizational
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commitment subscale scor@sble B shows the results of tletepwise multiple

regression analysis for LMX and POS as predictors of affective organizational
commitment. Both LMX and POS were added to the model and accounted for 44% of the
variance in affectiverganizational commitmen#(2,98) = 39.55p<.05,R?= .45,R?adj=

.44. The adjustedRor POS befor¢he addition ol.MX was .38, making the increase in
variance in affective organizational commitment only 6% when LMX is added to the
model.

Table 16

Modek with LMX andPOSas Predictos of Affective Organizational Commitment

Model Coefficient  Estimate SE R R%d R?Change p-value
1 Intercept 2.74 1.34 <.05
POS 0.59 0.07 0.62 0.38 0.39 <.05
2 Intercept 1.61 0.47 <.05
POS 0.45 0.08 <.05
LMX 0.06 0.02 0.67 044 0.06 <.05

Note: F(2,98) = 39.55p<.05,R2= .45, Readj= .44,

Table I7 shows the results of ttetepwise multipleegression analysis fiuMX
and POS as predictors of normative organizational commitment. Both LMX and POS
were added to the model and accounted for 24% of the variance in normative
organizational commitme(2,98) = 17 p<.05,R?>= .26,R?adj= .24. The adjusted Rfor
POS beforehe addition oLMX was .21, making the increase in varianceniarmative
organizational commitment only 3% when LMX is added to the mé&dledlly, a
stepwise multipleegression analysis was conducted for LMX and R©fredictors of
continuance organizational commitmgmbwever neither ofthe two predictor variables
significantly predictedontinuancerganizational commitment.

Table 17
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Modek with LMX andPOSas Predictos of Normative Organizational Commitment

Model Coefficient Estimate SE R R%adj R?Change p-value

1 Intercept 2.91 0.39 <.05
POS 0.45 0.09 047 021 0.22 <.05

2 Intercept 1.98 0.56 <.05
POS 0.34 0.10 <.05
LMX 0.05 0.02 051 024 0.04 <.05

Note: F(2,98) = 17p<.05,R2= .26, Raqj- .24.

Qualitative Study Findings

The following research questiopsesent the qualitative portion of this research
study. All participantsN =101) provided essay responses to epeded questions
relating to their understanding of their organizational commitment as westtiags (if
any) that the university could make in order to improve thrgjanizational commitment
Research Question 7

Research question 7 sought to understavd online faculty describe what it
means to be committed to their employing institutierom theiressayresponsesl2
codesand 5 themewere identifiedas follows.
Codes
Code 1. Loyalty
The code ofiloyaltydo was identified any time participantexpresseda desire to continue
their employment and be fully committed to the university. This code is exemplified by
the following participant respons&lo be committed means that you are "all in". You
are not looking elsewhere for employment and you plan to sthysainiversitylong-
termo

Code 2. Mission/Vision
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The codeimission/visiom was used whenever a participant expressed agreement or

alignment with the goals and philosophical agenda of the university. The actual words

mission and vision were seen repeatedly in the partiégpaegponses his code is used

to capturethe essenceo r es pons es | Commitmentte meneans emwg n g, f
aligned with the institution in both values and beliefs. Commitment means helping the
institute achieve its missian.

Code 3. Community

The codegicommunityo was used tadentify participant reponses that specified a draw

for the relationships and sense of belonging that they received from their work as an
online faculty memb eltove w@kinghene.bexperierce gpdaept s h a
sense of meaningful belonging, especially in oougrmeetings where we get to see and

connect with fellow adjunct instructordhisis an institution I am honored to be part of

as a graduate but also as an online faculty membelSi mi | ar to this resp
participants also expressed a degirgive back as a result of being a graduate from the
university.

Code 4. Policies/Procedures

The codepolicies/procedur@was use whenever a participant pointed tathei ver si t y o
operational standards or methods for governing their schoalefinétion for

organi zational commitment. This cote is be
abide by the policies that have besstforth for the instruction of curriculuntollowing

other Departmental and HR policies.

Code 5. Performing Job Dties.
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The codeiperforming job dutie3was identified any time a participant mentioned their
work-relatedjob responsibilitiesThe willingness and achievement of the partici@ant

job taskswereseen as a measure of their commitment for these resporssas.example

of this code one participastt a tTe b committed is to fulfill all obligations and duties
that are required of me to the best of my abilities, for the benefit of the institution and
primarily for the benefit of my studends.

Code 6. Goal Representative

The coddaigood representativavasused whenever a participant shared that being
committed to their organization meahat they strived to be a positive representative for
the university. On participant shared a good example of thiswbee they stated,
AEmployers take pride in the individuals they employ, as this is ahiursd

representation of the institution. | believe it is equally important to take pride in my
commitment to provide the highest quality of learning and be a posépresentation of

the employing institutionAn ot her par t i commianertt tasshumiversitd t h a't
involves representing the school in the most favorable light possible

Code 7. Help Students

Codefihelp studentswas identified for responses involving the particigauliesire to

help students engage with and succeed in the educational process. Many participants
expressed a deep love for the student/faculty relationship as one of the primary ways they
show their coamitment to the job. Exemplifying this code is the following participant

r e s p oQoman@tmentimeans serving the students and the department to the best of my
ability and knowledge. Serving the students as the primary factor of this position ensuring

thatl am present and knowledgeable in the areas | am asked t@teaéhi mi | ar | vy, ar
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par ti ci p Mydomnsitmentiseedsyringithat | reach out to all of my students and

letting them know that they are an integral part of this learning faimily.

Code 8 Go Above and Beyond

Code fAigo above and beyonddshawdhsir pragicedf whenev
performing job tasks thatemtoutside of their minimum requirements for employment.

One parti ci gammitedsa ne isé¢odjo abdveaareybid the required

duties to truly helping students learn and succeed. Valuing this above just a paycheck is
important for commitmend. Sever al ot her pspaciticiercniapeent s al
and beyond to express their commitment to their university.

Code 9. Higher Calling/Ministry

Code fAhigher c altbidentdyfesponseathatinentonedties us ed
participanés faith, ministry, or spiritual calling to serve as an online faculty member at

their employing university. This code is exerfipl byt he f ol | owi ng partic
r e s p o miesveny cofmmitment tahis wiversity as a ministry in which | serve my

studentsWe are forming champions for Christ, and | am grateful to play a small role in
thatprocese. Si mi | ar |l y, smart ek r fedbedtmedietctéhyp amm t
universityand know that teaching here and helping students is my mission for my

heavenly Father. He is using me and blesses my joudrney.

Code 10. Quality Work

Code fAquality wor kartcipaatsnentioned thexeelleecaferv e r a
which they strive to provide highuality online instruction. This sentiment was shared in

t he f ol | owBeing committegto myseeployrient institution, to me, means |

do my best work for them, making mytaas a responsibility in my life despite how busy
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lamo0 Anot her partici pant s tTatebvdr hightgaatty bei ng
online instructiorn
Code 11. Positive Regard
Thecoddfiposi tive regardodo was useasharedthedent i fy
importance of having positive feelings toward their institution and their role as an online
i nstructor. An example of thisBengde i s pro
committed means that | hold my position anduh#ersity in high egard and take any
opportunities that | can to share how | am a proponent afriversity 0
Code 12. Quid Pro Quo
The code Aquid pro quoo was identified any
exchange for their services to the universityvast it means to be committed. As an
example of this code omeedtoprastthat neyingtimmon st at e
needs my help, values it, and compensates medoritwh i | e anot her parti
Al work there as long as benefits mey family, and the institution.
Code Frequentes

As a means of representing ttamkimportance for the aboveefinedcodesfor
RQ 7 a frequencpie chartis provided below in Figure The most frequent codes
identified in the participad responses were, performing job dutié%o,quality work
16%, mission/visiorl5%,and help students4% of the total responses
Figure 1

Frequency of RQ7 Codes
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m Performing Job Dutiesm Quality Work ® Mission/Vision

® Help Students m Policies/Procedures ™ Good Representative
m Higher Calling/Ministrym Go Above and Beyondm Community

m Loyalty m Quid Pro Quo m Positive Regard

Themes

Research question 7 askeolw online faculty describe what it means to be commitied

their employing institution. Content analysientifiedthe abovel2 codesfrom which
thefollowing themes emerged as summations for the principal ideas shared by groupings
of these codes. The thesthat emerged frorthe responses to research ques

include: Job Performance, Transactional, Positive Attitude/Intention, Ideological, and
Multifaceted.

Theme 1.Job Performance
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The theme of fAAjob performanceodo emerged fro
codes ofi &lp students , o d&ba@ve and beyond, uafitygworkd ,  aenfamirfy pb

dute®. Al |l of t hese c owrkeaementhatthé gaicihbantsme act i on
engaged in as a means of expressing their commitment to the university. Their responses
were focused on tasks and dutiesddsbsharedattitudinal aspects of desiamd drive for
excellenceOne parti ci p abetcommittddeneaasio examyaluties iard
responsibilities with the highest quality possible, serve from the heart to my organization

and its stakeholdeds as an e x a mproré¢he maffticipantsiidentifiechuadere .

this themeit seemghat for them to be committed means how up and perform to the

best of their abilities.

Theme 2.Transactional

The theme of Atransactional 06 was derived f
A pliciesprocedures a ruid préigu@ .Of the participants identified under this theme

their definition ofcommitment centered on an equitable exchangemipensation for

their services. These participants shared that they engage in their work with the

uni versityods st an dAdesirstoobkyaeddcamplywith universityn mi n
demands was expressm these responsédne participant stated that commitment

me a nosabide by their policies and procedures and my own conscience while

completing dutiegas an example for this theme.

Theme 3.Positive Attitude/ I ntention

The t heme aotft ifitpuodsei/tiinteent i ono emerged from
o f ositiye regard , onfinanityd , oydityo , aacodrepfegentative. These code

shared an overall positiwance and affection the participants had toward their
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employing institution The also expressed good will to the institution addsire to

continue in their employment. Participants accounted for under this theme expressed the
importance of the sense of belonging and connection to the people of the unasesity

strong drivirg force for their commitmenAs a representative response for this theme

one participant of f eol®dondernad tviththewddaingome nt me
theuniversity and its students. To feel like | am part of a team of educators with a

common gal.0

Theme 4.ldeological

The theenel odi dialdo was developed from the c
supporting idghéreallimynohistry @ Misbiotkisond. These codes
highlighted the importance of the shared goals between facultyrawersity to provide

quality education. Many in this theme expressed the significance of their faith and
alignment of their faith with the mission
for Christ. o Partici pan dthattbergosnmimenttdthainder
university was superseded by their commitment to Bkeirstianworldviews.As a prime

example for this theme one participant stafed, dadicated to the goals, mission,

vision, and culture of the institution. | have apensibility to those goals, missions,

visions, and culture in all that | do for students, curriculum, and administrators. | put a

great priority on this dedication and maintaining the reputation of the university through

my work and actions.

Theme 5.Multifaceted

The theme fAimultifacet e ddmutipedefigitonsbfiwbatit t he p

means to be committed to an organization in the same response provided by the
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participants. This complex definition of organizational commitment captheed
multidimensional nature of how faculty conceptualized their feelings and behaviors that
best captured what it means to be committed to their organizAsam examplef a
response under this theme one participant offered that comm#imeans being
committed to the mission of the institution, follow the policies of the institution, and be a
good representative of the institutioihis theme was used to identify groups of
participant responses that shared a complex definition of their organizatomalitment
that highlighted many differembncepts in the same definition.
ThemeFrequendes

As a means of representing the rank importance for the atefireed themes for
RQ 7 a frequencpie chartis provided below in Figur2. The most frequerthenes
identified in the participants responses wenaltifaceted46%,and job performance
25%,followed by ideologicall4%,transactior8%, and positive attitude/intentiorfo. It
IS important to note that the multifaceted theme was identified when mulbigés were
used to organize a single faculty response.
Figure 2

Frequency of RQThemes
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m Multifaceted m Job Performance
® |deological ® Transactional
m Positive Attitude/Intention

Research Question 8
Research question 8 sought to understanddrdine faculty describe the factors
that contribute to their commitment to theistitution From their essay responses 13
codes and 6 themes were identified as follows.
Code 1. Personal Faith
The code fApersonal faitho was used to defi
identification of their faith, particularly their Chrian faith as the main factor that
contributes to their commitment to their institution. An example of this d@dea

Christian, | believe God has placed me here and it is my responsibility to honor authority
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placed over me, and to do my bedflany resposes point toward the feeling of beilegl

to teach at this university as stated in the following response to this research gii&stion,

deeply held conviction that God calls us into positions of service and equips us to fulfill

His purpose. When He leads employee into a certain organization, that employee

should remain in that position until he/she can no longer philosophically embrace and
approve what his/her authority dirext.

Code 2. Pay/Income

The code fApay/ i ncomeo wanslisteddempdnsationferd any t
their work as the major contributing factor to their commitment to the organization. One

par ti ci panCompetitifzescconpehsatioh ia impoftant since it makes me feel

valued and appreciatéd A n ot h eAdegsateicanpendateon for position w a s
important.

Code 3. Support

The code fAsupporto was used to organize re
they received from the university. It was an essential element for these faculty that the
universityprovided resources that better equipped them to perform their role as an
adjunct. A participant respons8incerhat was ¢
interaction, availability, and resources have contributed to my commitment to my
institution. o

Code4. Shared Values

The code fAishared valueso was used whenever
their personal beliefs and valuasd those of the universities. Participants labeled under

this code indicated the importance of the philosophical aggeebetween employee and
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employer as an important factor for organizational commitment. A participant that
exemplified this code Bhiloaophicd agrebneentfvithkhé o wi n g
organization is paramount. If there is a dissonance betilieernsion, values, beliefs, or
assumptions that is the culture then there will be less of a willingness to be fully

engaged and committed to the institution

Code 5. Positive Relationship with Supervisor

Code Apositive r el aasiuseadtsitentifparicipanth whe sharedr vi s o
that the relationship with their supervisor was the primary factor driving their

commitment. The trust between employee and supervisor was also important to this code,
with one participant sharing that it was figeiidance from superiors and the believe that

they will have your backifneedéd as t he main factor contrib
Many participants commented on the high quality of their relationship with their

supervisor and expressed a gided| of appreci@n for this factor. As an example, one
participant of Agreaebdss who aupportsime and ik aorkiag tai

improve our departmeiat.

Code 6. Passion for Teaching

The fApassi on fvaswusedte@garize pagidp respodses thatdicated

that their love and enjoyment of the teaching profession was the main factor for their
commitment. Many faculty shared that they gained a professional fulfillment from

teaching. As an example of this code one participant sthaleéh t t Aleweforhad i
learning and seeing that education can changedlives s why t hey have co
their institution.

Code 7. Mission/Vision

n
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Code fAmission/visiono was used to identify
foundational misen and vision as the factor that most contributed to their commitment.

One participant shared the | npetievgiratthece of t
mission ofthis institutionto train Champions for Christ. | would likely be committed to
theuniversity for that fact aloné.

Code 8. Personal Character

The code Apersonal charactero was used whe
their individual nature as the factor that drove their commitniére.integrity of the

individual to do agood job and a strong work ethic were shared by many participants.

One participant shared the f olCoomiinemtg expl a
stems from character. If | had to boil it down to a single character trait, | would say that
integrity is of supreme importance for any employee, but especially online instructor
commitment. Without integrity (which | will define loosely as the determination to do

what is right all of the time, even when others are not present and will nevenaegow

do), online instructors will not be committed to performing at a high level and in the
institution's best interest

Code 9. Positive Experience

Code nAposit iwasasedtn grganize esponses that listed a general

enjoyment of their the while serving as an online instructor for this university. One
participant shared the foll oMWeelth;mtbarg t he r e
validated and valuable to the institution along with having ideas heard and considered

(and if possil#, instituted) makes me feel like I'm a part of the institution and that I'm

willing to commit to the growth of the institutian



Code 10. Consistent Courses

Code fAiconsistent courseso was used wheneve
assignment of classéo their load was the main factor for their commitment. Several
participants shared the value they place on the consistency of the number of courses they
receive each term as vital for their contineednmitment. One participant stdteghat

i ansistent courses to teach eachtermwas t he only factor for t
someresponséset er m contract was used by lipagert i ci p
a contract with LU as an assistant professor. This contract adds levtdisf

commitment that possibly was not there as an adjdihet.universityappears, through

the contract, to be committed to me so, | am committed to them in.return

Code 11. Relationship with Students

The code Arelationship with studenhesod was

i nteraction and commitment to their studen
commi t ment. As a prime exampl eThehbggesthi s cod
factor is my students. Sometimes online teaching is tough. But | love seeing my students
"get it". It's so wonderful to see them grow, change, and then share what they have

learnedo

Code 12. Flexible/Schedule

The code Afl exi dwherdegecahpartitipantenentioned she ecosvenient

nature of working at a distance. Several participants shared that the flexibility to work

from home allowed online instruction to fit into their lives. As an example of this code

one participant presentel & tOnlinefemployment provides flexibility in my schedule

that allows me more time to be home with my family
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Code 13. Community
Code Acommunityo wasmnsesswhidh the particigantptageda i z e
high value on the sense of belongimgl @onnection to others as important to their
commitmentOne participant indicated that connecting with their team was important to
them and shared that théjarticipate in meetings and collaborations with my group and
we share our triumphs and difficiélé 0 Feeling like they are part of a team of lke
minded individuals that work together to accomplish their work was a common thread in
this code. One par (Thecadllgpialatmosgherathaeadigingllipg at i t
attracted me tthis universitythrough the department chairs and instructional mentors
that have guided me for more thantenygarsas t he maj or factor dri
commitment.
Code Frequentes

As a means of representing the rank importance for the atedireed codes for
RQ 8 afrequency pie chart is provided below in Figure 3. The most frequent codes
identified in the participad responses were, personal faith 13%, pay/income 11%,
support 11%, and share values anditiverelationshipwith their supervisor both d10%
of thetotal responses.
Figure 3

Frequency of RQCodes
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m Personal Faith m Pay/Income

m Support m Shared Values

m Positive Relationship with Supervisor m Passion for Teaching
m Mission/Vision m Personal Character
m Positive Experience m Consistent Courses
m Relationship with Students m Flexible/Schedule

® Community

Themes

Research question 8 asKkealv online faculty to identify what factors contribute to their
commitment to their institution. Content analyisientified the above 13 codes, from
which the followingthemes emerged as summations for the principal ideas shared by
groupings of these codes. The themes that emerged from the responses to research

question8includecFacul t yds Personal Characteri sti

cCsS
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Supportive Relationship&njoying the Job, Financial Reaspasd Combination of

Factors.

Theme 1. Facultyds Personal Characteristic
Themefid ¢ u |persodakharacteristicd8 was deri ved from the she
codes 0 aithor saoesand gharacter. From these codes the
personatharactesticsemerged to identify participant responses that centerdigleon

beliefs, actions, and standards within the faculty. This internal drive was reostcey

on outside forces but rather depention the participaét convictions and motivation

toward their work conducAs an exampl e of thisldawasme one
want to do a great job and serve. It is intrinsic to who | am. | will do all | can to make my
institution the besit can bed Many faculty pointed toward their Christian worldview as

the major factor for their commitmeas exemplified by the following statement
concerning what factor s AsaChristianblbdliewelGotl o0 t h e
has placed me heend it is my responsibility to honor authority placed over me, and to

do my besb

Theme 2.Alignment with the University

Theme fAalignment with the universityo emer
c o d eharediyadus 0 a sgonMisiomo. This theme captured the essence of

participant responses that expressed philosophical agreement with the purpose of the
university as a Christian higher education institution. Several participants shared that as
alumni of the university they are proud of what thstitution stands for and they are

committed to giving back to the next generation of gradu@ese par ti cl pant s|
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believe in the mission dhis university. | am an alumnus and have a strong desire to see

my students be successiul a s alafor ¢his thene.

Theme 3.Supportive Relationships

Theme Asupportive relationshipso came abou
c o d eositivéirplationship with supervisor, upfiosd andfi eammunityd. Within these

codes a message of the importance of personal and organizational resources that enable
faculty to feel supported and valued emerged. Responses organized under this theme
consistently mentioned their supervisor and departments as providingan

connection in an online world. Feeling supported and vabyaddividuals with whom

they have a personal relationship was a significant factor for this thaxang a

supportive relationship with their leadership was shared in the following respons

fRespect, approachability, consistent positive interactions with the leaders of the
departmentthatl reportdco f or what factors contributed t
Theme 4.Enjoying the Job

The theme fienjoying t he rnearbngpresentedidteer i ved f
c o d eassion fdrgeaching, elafionship with students, lexibifity/schedulé , a n d

i psitive experienade. Thi s t he me | msdozefdreathingdde par ti ci
enjoyment of their interactions with studeand their cdeaguesThis themealso

communicated the importance of faculty satisfaction and fit with work life demands as
contributing factors for commitmenis an example of this theme, one participant

sharedii | anwthose who take online courses to feel it if@mor to earn a degree from

this university. Thus, | work to maintain integrity in the course curricular materials and

challenge all my students to do their best
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Theme 5.Financial Reasons
Theme Afinanci al reasonso cesmmedheeodesut as a
Aay i ncomeoasistemtaburd® Responses organized unde
necessity of incomas the main factor driving commitment. The sentiment of fair
compensation was a repeated message in this theme. Faqrigsed the desire to be
shown value by receilwg competitive compensation for their serviées. an example of
the financi al r e as o n sBeindhtreated and compemsated fairhlc i p a n
and appreciated for a job well dane wa s t htar thatcantributed ta their
organizational commitment.
Theme 6. Combination of Factors
The theme ficombi nadfronothemoltifaceted manrerinswhiche me r g e
participantsdescribedhe complex combination of factors that contribute to their
organizational commitmentParticipant responses under this theme sharedl@#part
definition of their organizational commitment that highlighted many distaators.One
participant offered that a combination of the following factors contributeceto th
or gani zat i on @he ingitations ivisiomeoals, ,cominunication of the role of
the employee in those objectives, compensation, colleagues, feeling of belonging and
value, a sense of mutual loyalty, evidence of integrity and core prinGplé®never a
participant provided a response that was categovizitda combination of distinct
factors that contribute to their organizational commitntieisttheme was used.
ThemeFrequendes
As a means of representing the rank importance for the atefireed themes for

RQ 8 a frequency pie chart is provided below in Figdird he most frequent themes
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identified in the participad responses were,o mbi nati on of factors 4
personal characteristics 16%, alignment with the university 15%sgpbrtive
relationship 12%ilt is important to note that the multifaceted theme was identified when
multiple codes were used to organize a single faculty response.
Figure 4
Frequency of R@Themes
®m Combination of Factors ® Faculty's Personal Characteristics

m Alignment with the University = Supportive Relationships
® Enjoying the Job ® Financial Reasons

Research Questiord
Research questidhsought to understand hawline faculty describe what their
employing institution can do to improve their organizational commitment. From their
essay responses 10 codes and 5 themes were identified as follows.
Code 1. No Change/Happy
The code Ano change/ happy dgespprssthatespessedt o0 d e s c

overall satisfaction witltheir job anchow the universityreats them. One participant



114

sharedjil cannot imagine a single way in whitthis universitycould improve. In fat,

the university has made several improvements since | have been employed here. My

loyalty and devotion to my job only grows withtime. Many under the fino
change/ happyo code expressed that their sa
received r om t hei r {The group hwenkwith is amazing and makes it easy

for me to stay committed.

Code 2. Better Communication

The code fAbetter communicationo was wused t
to receiveclearerand/ormorefrequent communication from the universiys an

example of this code a participant shared that they wappdeciatéiV ore conversations

about improvement, openness about decisions and choices by the instifibiore

identified the specific need to have better communication surrounding class assignments.
Oneparticipantofferedt hat t he uni v eMoseitrangparenoyuwahdor pr ov i d e
communication in instructional assignmeéntst o i ncr ease their c¢ommi
Code 3.Increase Pay

The code Aincrease payo was used whenever
competitive financial compensation for their work. As an example otdus oe

par ti ci pAlthough the¢ leatdeestip comimunicates regularly about how much

they appreciate my work, | don't think it means much unless they show it by an increase

in the salary for adjunctso

Code 4.Appreciate Me

Code RAappreciate meo was used to identify

heard, and appreciated. Being acknowledged and valued by the institution is mentioned
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several timesvithin these responses. One participant offered that they woultblikiee

I nst it edpactany tinte when attending meetings, show interest in feedback given,

and demonstrate appreciation for a job well do@me participant simply put,

Al @cognize that | am hece.

Code 5.Improve Ethical/Academic Standards

Code Ai mprove ethical/ academic standardso
when they mentioned the nefedl raising the standards of decisioraking and student
processes of the universi tWantto®aethicggar ti ci pa
behavior, a desire to treat all teachers equally and not favor one over another when load is
distributeddo Many mentioned the need for higher standards when it comes to the

expectations of studenisder this code.

Code 6.More Faculty Autonomy/Input

Code Amore faculty autonomy/ i npthealangingas use
to have more freedom to perform their role as an adjunct under their own discretion. One
participant epitomized this code as they shahedl they would likéiGreaer autonomy in

my work. Currently the environment is very restrictive. The choices | have in teaching
methodology and approach is greatly limited. | view teaching as an art, and ngy role
'mechanical about as opposite from an art as could be imaginedS e ver al partic
listed the specific desire to engage more with course content, one participant offered, that

t hey woul dppbriutiteto cortribge tdicourse content

Code 7:More Benefits

Code fimore benefitso wtha madesspatifictmentompofgani z e

wantingthe opportunity for benefits outside of their normal adjunct pay. One participant
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stated that it woul dProvige heaithensurahce.i oftentheel i nst i
that | am helpful to the university in thiecan teach many more courses online than a
residential instructor could in the-person setting, which is helpful to the university.

However, | am not treated the same in that | amtiioié, but | don't receive benefits and

do not receive additionabmpensation for having a doctorate. Private health insurance is

so incredibly expensive.

Code 8:Job Security

Code fnjob securityo was us thaldesvditehaeever a pa
consistent employment or the guarantee of a certain numbeuises. One participant
shared that t hGuaranteedwmamimem of cpursesifar adjurttt ofline

faculty that receive highest faculty and student evaluations.

Code 9:Full-Time Opportunities

Code -thifruel o p por t un iddntifygarticipantaesponses ¢hdt speaifically
asked for the university to offer fuime positions, instead of the standard jiane

adjunct status. One response that exemplified this code stated that the university should
AOffer full-time posts (I do't even need to be offered one myself. If they simply had full

time, benefitted posts for online professors, it would go a long way in demonstrating their
commitment to their facultyhe bottom line for reciprocation of commitmend

Code 10:Training Opp ortunities

Code Atraining opportunitiesodo was used to
for the university to providerofessionatievelopmenbpportunities. One participant

st at eThe enplaying iristitution can continue offering mentoring gaidance to

allow for professionalgrowth as a means of increasing thei



Code Frequendes
As a means of representing the rank importance for the above defided for
RQ 9 a frequency pie chart is provided below in Figuréhe most frequent codes
identified in the participaid responses were no change/happy 22%, better

communication 16%, increase pay 12%, and appreciate me 12%, of the total responses.

Figure 5

Frequency of RQCodes
® No Change/Happy m Better Communication
® Increase Pay = Appreciate Me

® Improve Ethical/Academic Standaml$/lore Faculty Autonomy/Input
m More Benefits m Job Security
® Full-Time Opportunities ® Training Opportunities

Themes
Research question 9 askaadline faculty to describe what their employing institution can

do to improve their organizational commitment. Content anailysigified the above 10
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codes, from which the following themes emerged as summations for the pridegeal

shared by groupings of these codes. The themes that emerged from the responses to
research question 9 include.Co mmi tt edo, Al nvest in Meodo, nPF
| mprovemento, @Al Want to be Valuedo, and 0
Theme 1. Committed

Thehemeicommi tt edod was used for the code fino
responses that indicated that the participant was fully committed to their job and/or
institution. With this theme there imnaunderlying message that the particigiamteeds are

being meby the employing institutiorOne participant offered the following response

t hat exempl ilfbélievelhavea strong dorenmtment tadimy employing

institution and don't know that there is anything to be done to improve it. | especially

apprecate their attention to rising costs of living and their adjustment of our salaries and
bonuses to address these rising costs. That helps my sense of commitment because it
demonstrates care for us as employees.

Theme 2. Invest in Me

Theheme fi reweswtasi demi ved from t hecreassédar ed tr
payo , orB benefitd , ullfinie opportunitied a ohldseciirity .  Messages shared

in these codes all point to the desire of the participant to receive as much as they give to

the univesity. The desire for more equitability of their return on investment for these
participants was a common thread linking these cddes.participant stated that the

uni v er s iOffeyfulldimeupkerchanént employmentstaiust o i ncr ease t he
organizational commitmen®imilarly, benefits were consistently mentioned as

exemplified by t h offef note bemefitioptigns ® adjunos meamtds , #
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fiProvide health insuranagParticipants identified under this theme wanted more security

in their employment status with the university.

Theme 3. Process/Product Improvement

The theme fApr oces semerged fdom thé shared fraitofeauedrimecodeso

A mprove ethical/academic standards a reter chrbmunicatiom. The uni fying
messag communicatin these codes was the particigardesire for higher quality

choices by management and to rise the standards for edu€iemparticipant shared

that they desir e alddtudents to b leghear standaglr aintoy hteo A H
offered t hat t h étle mdrec®mmueidhtiorniwith the online faculty, there are

many changes frequently that awat well communicated to the adjunct facudty.

Participants under this theme wanted to be more informed and considered with large and
smalluniversity decisions.

Theme 4. | Want to be Valued

The theme Al want to be valuedo Wa®reeri ve
faculty autonomy/input o, Atraining opportu
essence of this theme was the defir the university to show that they value their

adjuncts As an example of this theme, one participant stated that the university could do

bet t eetemplayeed know they are valued and make them feel valued, even if they

may not be on campuis. Amert of fered speci filtmaysseruest i
silly, but little tokens of appreciation, outside of salary/payment, helps to build that sense

of identity and belonging with an organization. For example, providing adjunct

instructors with swagr tchotchke items with the institution logo helps to build that

connectedness with the institutioarticipantsalsolisted actionable items for the
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university that included guidance and professional development as well as the ability to
influence thecourses the university offers.
Theme 5. Multiple
The theme fimultipl eo & usea guitipevaysinownichtthiee par t
university could improve their organizational commitmétarticipant responses under
this theme shared a comple&scription of thenultiple actions the institution could take
to improve theilorganizational commitmen®ne participant offered the following
response as an example of the multiple things the university could do to improve their
organizational commitmén t hat i nahvershti®s aboa improvément,
openness about decisions and choices by the institution, and competitive financial
compensatio®.Whenever a participant provided a response that was categaitheal
multifaceted concept of what tlwiversity could do to improve their organizatiottas
theme was used.
ThemeFrequendes

As a means of representing the rank importance for the atefireed themes for
RQ 9 a frequency pie chart is provided below in Figure 6. The themes identified in
participanés responseswerd,c o mmi tt edo 23 %, Ainvest i n me:
i mprovement 0 23 %, Al want t oltisineportardtouedo 21
note that the multiplehemeswereidentified when multiple codes were used to organi
a single faculty response.
Figure 6

Frequency of RQ Thems
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®m Committed ® Invest in Me
® Process/Product Improvement Want to be Valued
= Multiple

Summary

Key findings in this study include a significant relationship between perceived
organizational support and overall, affective, and normative organizational commitment.
Perceived organizational suppbesthe strongest relationship with affective
organizaibnal commitmentn this population, while continuance organizational
commitment did not have a significant relationst8pmilarly, a significant relationship
was found between leader member exchange and overall, affective and normative
commitment, whileno relationship was found with continuance commitment. When
perceivel organizational support and leader member exchange are correlated under a
hierarchical modeit is shown that the driving force in overall, affectiaad normative
organizational commibent is largely due to perceived organizational supjeatier

member exchange aeldvery little to the model. This study did not find a significant
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relationshipbetweent he del i very met hod of facultyds r
a student, theinighest earned degree, or their employee status and their organizational
commitment.

The qualitative research questions revelated several themes in how faculty
describe what organizational commitment is, what contrdtoté, and what the
institution ca do to improve it. Faculty reported a largely complex definition for
commitment with mangharingmultiple aspects that define their commitment. Other
commondefinitions centered on thhgob performancedeological alignment,
transactional relationshipith the institution and their positive attitude or intention
toward the university. As for what factors contribute to their organizational commitment
manyfaculty again shared a complesponse listing a multitude of factors ranging from
their personatharacteristics, alignment with the university, enjoyment of the job, and
financial reasons. Faculty also reported that nearly one fourth were currently happy and
fully committed to their institution, while others shared a desire for improvements to the
institutions processes and product, as wedl asllectiveneed to be valued and invested
in as an asset to the institutidrne next chapter will focus on a summary of the findings,
then a discussion of what the findings mean and possible implicationgatioms and
recommendations for future research on onl

also be explored.
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CHAPTER 5: DISCUSSION
Overview

This mixed methods studgimedt o i nvesti gate the predict
organizational commitment. Previous research has identified common predictors of
organizational commitment acrosslustry typeswhich informed the selection of this
studyods predict thed evlairviearbyl ense tthoo d nocfl ufdaec ul t vy
educational experience as a student, their highest earned degree, employee status, length
of employment, perceived organizational support, and leader member exchange.
Literature also presented a gaghow these v@ables impact the role of the online
adjunct as much of the existent research has been conducted on residential faculty

members.

As this wasa mixed methods desigtiis study was set up to collect online
faculty survey data centered on 6 qgtitative research questions seeking to examine the
relationship, if any, between online faculty members and these predictor variables as well
as 3 opened ended qualitative questions aimed at understanding how online faculty
express the factors that contribute to tloeganizational commitment. Data gathered
from the participants were analyzed usingdy ANOVA for RQ1-RQ3anda Pear sonods
r correlationanalysis for RAR6. A follow upstepwise multipleegressia analysis was
used to evaluate the relationship betwesler member exchange and perceived
organizational support as predictors of organizational commitment. The qualitative RQ7
RQ9 were analyzed through the processaafing to identify emergent themes and
patterns i n t h €&indingfcom khis studlyscontribuge podhe Kezature on

organizational commitment in online faculty, specifically the importance of good leader
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member exchange and perceived organizational support as significant predictors of online
facultybdés organizational commi t ment .
This chaptewwill begin with a summary of the study findings. Then, a discussion
will emphasize the significant results of the findiraggl their contribution to the field of
online higher education as well as the biblical foundatappertaining tahis study.
Next, the studyods i rmagutatiodhedry andpsactideoerolviagn |l i n e
aroundthehiring, training, and support for online faculty will be offer&thally, this
chapter will end witra discussion of the limitations of this studgd recommendations
for future research on the predictors of o
Summary of Findings
This mixed methods studgimedto explore the factors contribag to online
facul tyds or ga n iSpeaificallyg thisdtudycexamiddghe deligenyt .
met hod of facultyds previous educational e
degree, employee status, length of employment, perceived organizational support, and
leader member exchangs they relatéo their organizational commitmerithere were 9
research question§ quantitative and 3 qualitative.
RQ1l:What is the relationship between the del
educational experience as a student (online/residential/mixed) atedeprganizational
commitment in online faculty?
Hypothesis 1: There isralationshipp et ween facultyds previo
experience as a student (online/residential/mixed) and reported organizational

commitment in online faculty?
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RQ 2:Whatistha el ati onship between facultybds per s
(DoctoratéSpecialistMastersBachelory and reported organizational commitment in
online faculty?
Hypothesis 2: There isralationshipp et ween f acultyds person
education level@octoratéSpecialistMasteréBachelory and reported
organizational commitment in online faculty.
RQ 3: What is the relationship bgeen employee statiisenefited/norbenefited)and
reported organizational commitment in online faculty?
Hypothesis 3: Theris arelationship between employee status (benefited/ non
benefited) and reported organizational commitment in online faculty.
RQ4:What is the relationship between facult)
organizational commitment in online faculty?
Hypothesis 4: Thereisrae|l ati onshi p between facultyo
and reported organizational commitment in online faculty.
RQ5What is the relationship between facult)
and reported organizational commént in online faculty?
Hypothesis 5: There isralationshipbetweerf acul t yds percepti on
organizational support and reported organizational commitment in online faculty.
RQ6:What is the relationship between facult)
reported organizational commitment in online faculty?
Hypothesis 6: Thereisrae|l at i onshi p between facultyo

and reported organizationedmmitment in online faculty?
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RQ 7: How do online faculty describe what it means to be committed to their employing
institution?

RQ 8: How do online faculty describe the factors that contribute to their commitment to
their institution?

RQ 9: How do onlinefaculty describe what their employing institution can do to improve
their organizational commitment?

After participants provided seteport answers for each of the variables, the
responses were analyzed withvay ANOVA for RQ1-RQ3 , P e acossebtiorofer
RQ4RQ6, and coding and theming for REY. This study did not find a significant
relationship betweethed e | i very met hod of facultydés pre
a studenin RQ 1, education leveh RQ 2, or their employee statis RQ 3. However,
length of employment was found to have a significant relationship with overall and
continuance organizational commitmént RQ 4. These resultalsoindicated that there
was asignificant relationship betweegserceived organizational support and overall,
affective, and normative organizational commitmientRQ 5. Perceived organizational
support hd the strongest relationship with affective organizational commitment in this
population, while continuance orgaational commitment did not have a significant
relationship.

A significant relationship waalsofound between leader member exchange and
overall, affectiveand normative commitment, while no relationship was found with
continuance commitmemor RQ 6. A stepwise multipleegression analysievealedhat

the significant relationship that leader member exchange and perceived organizational



support had with organizational commitment Waagely driven by perceived
organizational support, leader member exgfeadidnotadd much to the model.

Analysis of the paretelatedispveral theémesinghava | i t at i
faculty describe what organizational commitment is, what contributes to it, and what the
institution can do to improve iBnswering RQ7, participantseported a complex
definition for commitment with many sharing multiple aspects that define their
commitmentwith common threads gbb performance, ideological alignment,
transactional relationship with the institution, and their posdit¢ude or intention
toward the universitas definitions of their commitmerEmerging themes from R®
includeda combination of factorsvith their personal characteristics, alignment with the
university, enjoyment of the job, and financial reasasm&ctors that are important to
their commitmentResponses for RQ revealed that neartyne fourthof participants
were currently happy and fully committed to their institution, while others shared a desire
for improvements to the institutions processes@oduct, as well as a collective need to
be valued and invested in as an asset to the institution.

Discussion of Findings

The findings of this study reveal both consistency and divergence from existing
literature on organizational commitment. ForR@pe met hod of onl ine f
previous educational experience as a stu@ariine/residential/mixed) anitheir reported
organizational commitmertid not show a significant predictive relationsHipevious
research suggests that faculty teach in the nranmvehich they have been taugBorup
& Evmenova, 20lPL unadés ( 20 1 8)edthat varallasuch as thseqyey e s t

largely tnknownin the population of online facultyHowever,it has beertheorized that
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if faculty have realistic expectations fonline teachingtheir overall experience would

be positive therebyleading to greatesrganizational commitmeriBorup & Evmenova,

2019) This did not appear to be the case base on this sample. However, this sample is
skewedwith an overwhelming percentage having both online and residential experience
as a student (75.2%) he disproportional representation of this category of past
education couladontribute tathe resultsFaculty report that it is more difficult to teach
online courses and it has been proposed that without the experiences of being an online
student themselvefaculty struggle to adapt to online teaching methods (Rhode et al.,
2017).Baseal on this sample of online faculty it appears that an overwhelmingityajo

have experience as a student in both the online and residential platforms, adding to the
understanding of the population of online faculty.

Based on the same assumptions of past experience and expertise as predictors of
organizational commitmenit washypothesizedhat online faculty would have different
levels of organizational commitment bdsm the level of their highest earned degree for
RQ 2. The results of this study did not shosignificant relationship betweemline
f a c uHighest@eaed degree and therganizational commitmenfgain, the results
of this sample were highlskewed with 71.3%o0f online faculty holding a terminal
doctoml degree25.7%h o | di n g degreaand 3%bhaldinga specialist degreldo
participantsrepot ed hol di ng a cdeditatiorestandardss likelyahgr e e .
cause for no bachelor level degrees in this sartipdeefore it confounds the ability of
this study tadetermine if a relationship existed between these different levels of
educatiomnd onl ine facultyds organizational

present given the level of degrees present in this sample.
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As the foundational rationale for the inclusion of employee statrsefited/non
benefited) and reported organizat@ commitment in online facultyhe assumptions of
the social exchange theory and perceived organizational support did not seem to apply for
this sample of online faculty baken the results from theway ANOVA for RQ 3
(Eisenberger et al., 1986; Zollatr al., 2018)l'his study showedarelationshibetween
employee status (benefited/rbne nef i t ed) and online faculty:
commitment. Howevenly 15 participants reported having benefits making this a
highly underrepresented percentage efglopulationWhen this result is taken into
consideration with the results of the oparded qualitative questions faculty do report
the importance of employment status and benefits as predictors of their organizational
commitmentlt could be that the mebenefited facultyactually desire benefits that would
Impact theirorganizational commitmeras reflected in the results from RQhowever,
there were so few having benefits in the sample it was missed hQudhétativeanalysis
of RQ 3.

The first significant finding in this study was for RQvhich explored the
relationship betweenonlifeacul t yé6s | engt h tedforganigghidnal y me n't
commitment It can be assumed that the percentage of influence in overall organizational
commitment was driven by continuance commitmgivien the lack of relationship

between this variable and the other subscales of organizationalittoemin Given the

N

understanding ofantinuance commitmerts thee mp|l oyeeds fineedo or
with the organization due to the evaluation of the cost of leaitirgglogical for this
variable to have positive correlation with length of employntegiven the behavioral

nature of this form of commitmefAllen & Meyer, 1990. As explained by the social
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exchange theoryhe length of employee time spent at an organization is an investment

The more time the individual has invested in the organiz#iieimore committed they

will be (Jaiswal et al., 2020}t is important to note thawer half 53.5%of the sample

only have 15 years of employmentaking into account that RQ 9 reed that émost

25% of this sampleeportbeing fully committed to tk institution it is not surprising to

see a significant relationship betwebrlength of employment and continuance

commitment. A theme of financial reasons for the factors that contribute to their

organizational commitment was also noted in RQ 8, |ediraj the suppositions behind

the Ahave toodo definit iexplainingthisresolnt i nuance co
Further significant results were obtained for R@Hch explored theelationship

bet ween facultyds percept i tedorganizationalgani z at i

commitment in online facultyTheP e a r s apmefationanalysis showed aignificant

relationship et ween online facultyds permwml ved or

affective, and normative organi zatri onal co

correlation showed a relatively strong relationship with overall organizational

commitment withr = .43, affective withr = .62, and normative with= .47. Affective

organizational commitment seemed to drive the overall organizational commitment

correlation with perceived organizational support explaining 38.69% of the variance in

affective organizational commitment and 21.9% of the variance in normative

organizational coomitmentexplan ed by t hi s sampl eds percei Ve
Understandingperceivel organizationasupportasthedegreeto which an

employeebelievestheir organizations readyto meettheir needsyaluestheir

contributions andcaresabouttheir well-being it is easyto understanavhy this variable
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hasbeenlinked to importantoutcomevariablessuchasorganizationatcommitment
(Eisenbergeetal., 2016).Basedon the principle of reciprocity,affectiveorganizational
commitmentshouldposiively correlatewith perceivedrganizationasupport(Allen &
Meyer,1990 Reeder2020. Reciprocitydictatesthatwhenanorganizatiortreatsan
employeewell, it obligatesthemto returnthefavorabletreatmen{Quratulainetal.,
2018).Seenacrossndustrytypes, organizationatommitments reachedvhen
employeedradetheir effort andloyalty andreceivetangiblebenefitsin returnin a
reliableandpredictablemanner Whenconsideringemployeeorganizational
commitmentthe socialexchangeheoryaids in theunderstandingf the predictive
economidhalancebetweeremployeeandorganizationafactors(Zoller etal., 2018).This
reciprocalexchangef commitmentor supporthighlightsthe foundationalssumptions
of thesocialexchangeheory.Resultsfrom the qualitativeportionof this studyfurther
illuminatetheimportanceof perceivel organizatiomal supportfor onlinef acul t y 6 s
organizationatommitmentandwill bediscussedurtherin this chapter.

A similar significantrelationshipwasfoundbetweeronlinef a c uleatley 6 s
memberexchangendreportedorganizationatommitmenin RQ 6. Representinghe
two-way relationshipbetweerieadersandfollowers, leadermemberexchanges
determinedy the quality of theinterpersonaéxchangeb®etweerthedyad(Graen&

Uh ! ,B999.Mheresultsof theP e a r $ axmetattoncoefficientshowthatleader
memberexchangeccountedor 12.25%of the variancein overallorganizational
commitment27.98%of the variancen affectiveorganizationatommitmentand
16.73%of the variancein normativeorganizationatommitmentAgain, affective

organizationatommitmentwasshownto havethe strongestrelationshipwith leader
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memberexchangevith r = .53. Leadermemberexchangéasbeenshownto bea
powerful predictorof performancejob satisfactionprganizationatitizenshipbehavior,
andorganizationatommitmentacrossndustrytypes (Martin et al., 2018).The
importanceof the supportiverelationshipbetweeraleaderandtheir subordinatesvas
alsocommunicatedhroughthe participanés qualitativeresponseshowever it wasfirst
pertinentto seehow the variablesof perceivel organizationakupportandleadermember
exchangeredictedorganizationatommitmentwith a stepwisamultiple regression
analysis.

The stepwisamultiple regressioranalysiscomparingperceivedrganizational
supportandleadememberexchangespredictorsof organizéional commitment
revealeda significantrelationshipthatfurtherexplainedthe degreeof impactof these
predictivevariables Perceivedrganizationasupportexplainedl 7% of the varianceof
overallorganizationatommitment38% of affectiveorganizaibnal commitmentand
21%normativeorganizationatommitment Whenleadermemberexchangevasadded
to themodelit did not contributemuchto themodel.In fact, leadermemberexchange
wasexcludedfrom overallorganizationatommitmentmodel,but accountedfor only 6%
increasean affectiveorganizationatommitmentand3% increasan normative
organizationatommitment The underwhelmingmpactof leadermemberexchangesa
predictorof organizationacommitmentvassurprisingasleadersareoftenseenasan
extensiorof the organizatiorandserveasthe main mechanisnby which anemployee
developgheirfeelingstowardtheir organizationEisenbergeetal., 2016).As anagent
of theorganizationsupervisorgngagen directcommunicationfraining,and evaluation

of theiremployeelt is the natureandquality of their orientationtowardtheemployee
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thatinformsthe employeeof how the organizatiorfeelsaboutthemby extensiorof their
supervisoriaflole (Kurtessisetal., 2017).However theresuls of this studyshowedhat
it wasactuallyperceivedorganizationasupport,notleadermemberexchangethatwas
themainpredictorof their organizationatommitment.Theimportanceof perceived
organizationakupportoverleadermemberexchangesuggest thatonlinefaculty can
distinguishbetweerhow theyfeel aboutthe largerorganizatiorandtheir direct
supervisorHowever thelack of influenceof leadermemberexchangédiadon predicting
onlinef a c udrganjizatisnatommitmentscomparedo othe populationdeaves
roomfor furtherinvestigation It couldbethatthelessfrequentcontactanddistance
createcby theonlineenvironmeninfluencesonlinef a c u dbilityté@ferm a strong
relationshipwith their supervisorjeavingperception®f thelargerorganizatiorasthe
greaterinfluence.
Quialitative Discussion

When asked to provide a definition of whatn¢ans to be committed to their
employing institutiononline faculty provided a complex and multifaceted response. A
totalof 47ofte 101 responses provided a theme of
listed several distinct variables that together informed what it nfeatisemto be
committed to their organization. This is in line with existing literature that affirms that
commitment icompkex and linked to many predictive components and outcomes
(Kaplan& Kaplan,2018 Kawianaet al., 2018L.i et al.,2017 Loan, 2020Mohamel et
al.,2021).

Of the other themes that phperfognandeadidr om RQ

fpositive attitudedntentiord themes affirm the attitudieehavioral spectrum ahe three
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component modelllen & Meyer, 1990) Understanding these themésdugh this
model, behaviors and attitudes impact each other over time in a reciprocal relationship.
Both attitudes toward a target (job performance) and attitudes toward a bepasitvé
attitude/intentioh are part of an overall commitment profilelign & Herscovitch, 2001
Of notable influence to this resemgteh ques
importance of the shared goals and mission between employee and their organization.
Research operceived organizational fit has demontdathat employees with higher
levels of organizational fit often have better job satisfaction, longer tenure, and higher
levels of organizational commitment and citizenship beha@bhébra, 2021 The
benefits of ideological alignment between employed employer are well documented
in researctand sustained by these res®», 2018;Sarlie 2022).

Thethemeofian@ ct i onal 0 i s best explained throu
theory as faculty described aguitable exchange of compensation for their services.
This theme alsshares similaritiesvith continuanceeommitment in that their
relationship with the umersity was sterile and only met their lowlerel needs of
employment. When comparing this theme to the quantitative RQ 5 and RQ 6,
continuance commitment was excluded from both correlations between perceived
organizational support and leader member argle. Neither of these predictive variables
correlatel to a feeling of having to stay for the faculty, represeptatly by the theme
Atransactional o in RQ 7. However, this the
guestion, with the majority exgssing a complex definition of their organizational
commitmenthat highlighted the importance of their job performance and ideological

alignment with the university
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Providing further insight into how online faculty experience their work, RQ 8 sought
to understand hownline faculty describe the factors that contribute to their commitment
to their institution Again, the majority of faculty(45 responses out of 1pgrovided a list
of distinct factors that when taken togeth@ovide a multipart desctijpn of the
contributing components of their organizational commitment. Other emerging themes for
this research question such as fAfacultyods
uni versityo, Asupportive ffipahai abnsbkapoasoi
line with existing literature on organizational commitment andaffrened by the
guantitative portion of this study.

Similar to RQ 7research on persarrganization fit stresses the importance of the
messages exprleisgrmentin wihtmet ia uni versityo
importance of ideological/psychological contract fulfillment in other populations
(Hanaysha & Majid, 2018¥ililler & Youngs, 202). Th e ma&c Wilft yds per sonal
characteristicso eeameexgressing thesimmonmance ofther est i ng
f acul t y bdiefsjantibns,ramdadthndards that are not dependent on outside forces
but rather dependent on the partici@amonvictions and motivation toward their work
conduct. Research on callings and mdtorsal aspects of employee commitment help
interpretthis theme (Kemsley, 2018im et al., 2018. To describe and understand
motivation, various humani st theories such
two-factor theory, and SeDetermination Thory have been useddlmurugan&

Sankar, 201)f Employees that express a sense of being called to their work, as expressed
in this theme, often have better work outconmresluding a heightened commitment to

their work Kim et al., 2018. Participants rggonded to this research question with a
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common sense of meanimgaking for their employment that reflected the belief that
their Acareer is a central part of a broad
used to help others or advarthegr eat er good i n some fashi on:
theme fAenjoying the jroughthe eorcepts afimstivatidmandu nd e r
callings.

The theme of Asupportive relationshipo
results of RQ 5 and RQ G @erceived organizational support and leader member
exchange. This theme centered on the expressed importanteérsonal and
organizational resources that enable faculty to feel supported and valued by their
organization. Responses to this themeewerarly a verbatim mirror to the operational
definition of perceivd organizational support and leader member exchange. Responses
organized under this theme consistently mentioned their supervisor and departments as
providing a human connection in an e@iworld as the main factors contributing to their
organizational commitment. It was of paramount importance for this sample of online
faculty to feel supported and valuedthy individuals they work with as well as the
largerpresencef theirorganizabn. The | ast theme for RQ 8 w
which drew many comparable core pringpof the social exchange theoiyhe ©cial
exchange theory posits that employees will remain in a relationship so long as they are in
a state of profit. Responsesyanized under this theme shared the necessity of fair
competitive compensation as the main factor driving commitment and also speak to the
presence of continuance commitment for these faculty.

The additional knowledge gained by RQ 9, which askedmhae faculty what

their employing institution could do to improve their organizational commitrsegatned
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to bridge the gapetweet he fAwhat i so0 and fAwhat coul d be
organizational commitmenDefinitions and factors in RQ 7 and R@8compassed
current conditions, while RQ 9 allowed the online faculty to provide actions and ideas
that were often not part of their current work experiekéeile 23% of this sample
reported being happy and committed with no recommendations for improt;estteers
desired for the institution to make efforts to show them that they are \aahdetthat their
institutioncares about their welleing and acknowledges their accomplishmentken
themsfii nvest in meo and Al wa ressthefanddmental al ued
premise behind perceived organizational support th@gsgnberger et al., 1986).

One of the psychological mechanisms that explain the outcomes of perceived
organizational support is the process in which the socioemotional netb@savhployee
aremet by the esteem, approval, and affiliation with the organization (Eisenberger et al.,
2020). @mmon factorghathave been identifietb enhane employee commitment
include promotions, job security, fair wages, and bonuses (Zameer2&tlal). Themes
for this research question follow suit witie literaturementioned abovand the result of
the quantitative portion of this studyith faculty calling for more secure class
assignments, increased wages-finle opportunities, employdeenefits, and
appreciation for a job well done. Interestingly, quantitative RQ 3 did not show a
significant relationship between empl oyee
commitment. This seems to be incongruent with the findirgga RQ 9. Ths disparity
couldbe partlydue to the few online faculty holding benefited positions in this sample
andt he di fference between fAwhat | Beépitethead £ wh

lack of significance in RQ,RQ 9 does impart the importancetahgible investments in
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the faculty on the part of the institution in the form of benefite desire for more job
security can be seen as a product of the treredrnitingent working conditions higher
education, whiclnas created insecure employees who want to be invested in and valued
in tangible waygLuna, 2018 Moustafaet al.,2019 Sabir& Bhutta,2018.

The | ast significant theme that emerged
i mprovement 0 and e faqly fostheinstitiition tb avedeatteri r e o f
communication with them and support them through improved ethical and academic
standards. In the responses under this thémesecond most frequent code was
Acommunication. 0 Onl i nleopdnadiscohnegted mothe n f el t
happenings of the institution. As an area of improvenmemine faculty desire for the
institution to make efforts to engage with them in such aasay helpthem feel
included and that their contributions make a diffeeer@nline faculty desire to have a
discernable voice at their institution, even while working at a distance. As a second
component to this themenline faculty mentioned the desire forproved ethical and
academic standards enforced by the institutiarlin® faculty care about the quality
standards and integrity of their institutjamhich shares the same foundation as research
on justice in the workplace. Research has shown that perceptions of justice are vastly
important to the perception of organizatal supportNovitasari et al., 20201n this
study; online faculty expressed a need for improvement in the fairness of the processes
used to make workplace decisions. This is best described as the desire for procedural
justice emphasizinghe structurbprocess by which their institution deals with the formal
rules and policies that affect their sense of fairness.

Biblical Integration of Findings
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Due totheu n i v e faithibased @fliationthe faculty reported many themes
related to their persontdith, alignment with the€hristianphilosophy of the university,
and dedication to the missision of the university as a leader in Christian higher
education.The overwhelming narrative of this sample of online faculty as Christian
educatorsalignswith the biblical imperative for the hierarchy of allegiance to God first.
As a reflection of Godds design, man funct
protective lerarchy of allegiance to serve the Lord above self and ofderg James
Bible, 1769/2017Colossians 3:224). From a research perspectiteis imperative is
also supported by literature omrgonrorganization fit In contrast to thenderpinning
selfmotivations of the social exchange theory, the fadked definitions of and factors
that contribute to commitment shared by this sample of online faculty point to the
commitment of the believer to serve the Lord above all else as the primary motieation f
their organizatioal commitment. Where the social exchange theory imparts that
commitment will be achieved if the individual is in a state of profit, these findings
suggest that there are more valuable motivators for online faculty of faith, namely thei
service to their Lord.

Similarly, the findings of this study pertaining to the importance of
psychological/ideological contract fulfilment align with scripture that describes
conditions that promote healthy work circumstances and outcomes. God pgescribe
honest work, fair treatment, and dedication to Him as optimal working condiams (
James Bible1769/2017Ephesians 4:28; Matthew 6:24; Proverbs 27:Thg
i mportance of the online facultyds percept

leadermember exchangs supported by scripture affirming thahen there is a healthy
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relationship between the employee and the employer both bdfiséhberger et al.,
2016;King James Biblel769/2017Ecclesiastes 4:9; Proverbs 27:1Man was not
designedo be alone; he is a communal creature reeets others to accomplish his

purpose. In this case, online faculty need a supportive institute and supervisor to live out
their occupation as an online educator.

Scripture holds that man was create®ino d 6 s | andalgereforeinherited
Godbés ability and desire to create and hav
interactions between God and man, God gave man a purpose, or job, to name the animals
and be a caretaker of the gardém() Jamea Bible 1769/2017Genesis 2:19). Clearly
there is a Biblical imperative for man to engage with purposeful work alongside of each
other to produce a desired outcoamsl that the fair and equitable working conditions are
an i mportant part of Godébés design for work
relationship with the Lord is the basis for his work motivations and rewards.

Implications

This study sought to irestigate the applicability of existing knowledge on
employee organizational commitmeatt it applies téhe undesstudied population of
online faculty. As many of the theoretical understandings and practices of online
education have been adopted from restdl settingsthereexistedpossible ilHitting
assumptionsind applicationsf these theories in the online environment. One such
assumption is that length of employment would be positively correlated with
organizational commitment. Historically tréidnal residential faculty enjoyed the

benefits of tenure and oftendlmng academic careefgluanget al., 202). As noted by
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Huang et al. (2020}he field of higher education has seen major shifts in management
styles and models that challenge the pmexd organizational support ftaculty.

As an increasingly concerning tremdany faculty now struggle to find secure
tenured positiond_pvakov, 2016)By repeated requests for benefits, fisthe positions,
fair compensation, and the desire to be apiated in tangible waythis sample of online
faculty seerato be experiencing the impact of this larger tremtigher educatiorAs
more higher education positions are moving to a contingent contracted employment
structurethis has major implicationfer the field of higher education, with specific
trends inthe lowered sense aonnection, security, and commitmdrgtween institutions
and their faculty members.

As mostonline faculty are employed on a contingent basis, they often fraowe
schoolto school to findconsistentncome(Lovakov, 2016) With a more insecure and
truncated employment at a single institution it may be hard for online faculty to see the
same leels of affective and normative commitment as seen in other populations as noted
in the lack of relationship between these subtypes of organizational commitment with
employee length of employment in this sample. Perhaps this working arrangement has
been acepted as the norm for online higher educatimwever, the results of the
gualitative faculty responses indicate a greater desire for a secure and more connected
relationship with their institution.

The stepwise multiple regression analysisultsrevealeda surprising
rel ationshi p b e pbrgaeizmtonabcorhmitment afidadheiupkerteivedl s
organizational support which exceeded the degree of impact over their leader member

exchange. As perceived organizational support was shown to be theatiompredictor
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in this modelthere are significanimplications for the institutional human resource
policies and proceduresxdtheimbi | ity to shape online facul
commitmentIn evaluating the questions includiedthe Survey of Pareived
Organizational Support Section (University of Delaware, 1984)importance of how
the organization appreciates their employees, values thetbwialy, values the
contributions they make to the organization, sateout their satisfaction at wiqrand is
ready to support them in times of need points toward actionable items institutions should
consider when developing and implementing their standards for relating to their online
faculty. Gestureof appreciation, whether in the form of acknowledpa job welldone,
involving them in decision®r sensitivey communicating these decisiqne larger
forms of support such as offering benefits could signifigantmp act onl i ne f ac.
commitment to their institution.

Of further significance ithe importancef evaluating perseorganization fit and
the intrinsic personal characteristics of the individual during the hiring process for online
faculty. As a strong themedhemerged from the qualitative portion of this stuitig
alignment with lhe missions and vision of the university served as one of the primary
factosused to describe and moderate online fa
Screening fopersororganizatiorfit and asking specific questioaboutt he candi dat e
alignment withthe institutiords vision and goals could prevent turnover, frustration, and
valuable time loss for both faculty and management. Als@ening for individuals who
show a passion for education and the ability to achieve prior-vetaiked tasks with
excelence could capture individuals whose personal characteristics predispose them for

greater organizational commitment. However, individuals of this character often consider
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themselvess havinga calling for their work and are more sensitive to failurehef
institution to live up to their psychological contréCoyle-Shapiroet al., 2019)

Consisteng and dependability of the institution in how yhethically manage
their online faculty was shown to be a significant desire for this saiMblie perceived
organi zational support was shown to be the
organizational commitment, the results of Rh&tasked what their employing
institution can do to improve their commitment showed the value these faculty place on
thesupportive relationshipsith leadershigas one of the main factors that contribute to
their organizational commitmenin asking for more communicati@ndfaculty
involvement in RQ®, faculty could be pointing to an areatb&desired improvement fo
their leader member exchange. It would seem that the main factor supporting online
student success, namely a human connection, is also of high value to faculty working in
the online environmer{Protopsaltis & Baum, 2019)

With a greater understandiogf t he contri buting factors o
organizational commitmeninstitutions can implement this knowledge into their hiring
practices, training, and management of their faculty. Training and professional
development techniques that are spec¢dithe need of online facultp be valued and
invested incanimpact their commitment to the organizatidine success of
organizations is largely derived from the quality of its human resources; therefore,
organizationsieedto care about how their empiees are supported and how their
employees feel about their organization (Dias & Silva, 26h&p et al., 2018utri &
Setianan, 2009 Universities can best utilize time and resources spent gaining and

retaining quality online facultif they focus onle ideological alignment with the
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institution and the personal characteristics of the faculty member while also ensuring the
guality of their human resources policies and procedures.
Limitations

Limitations of this study resulted from the unique naturthefpopulation being
recruited Since thauniversity wherghefaculty were recruited is a private evangelical
institution, the findings may not be easily generalizable to the larger field of higher
educationThe rationad for limiting the population oftis study to thisiniversity is for
the convenience of sampling and to establish a baseline for future research on the
predictors of organizational commitment in other populatigwislitionally, due tothe
recruitment process occurrifiggm their employing universitfaculty mayhave been
fearful of answering questions about their job and their commitment to their university,
which may dissuade them fropnovidingauthentic response®ver 50 online faculty did
not fully complete the suey once they started. This could have been the ressiiro¢y
fatigue, but it could have also been influenced by the faculty not feeling comfortable with
answering certain questions on the survey.

Of additional concermwast he r es e ar ¢ leasadmembprefrtteo n a l r ol
online faculty communityEven thougtthe researcher disclaséheir potential conflict of
interest to the facultgndensure thatrecruitment was only performed witlepartments
outside of their influenceheirown experience as adjunct instructor will have
undobtedlygiven them preconceived theories and beliefs about this bipése biases
likely influenced thenterpreation of the findings, particularly the opended qualitative
guestions. However, not all insights and poeg experiences afieresearchr confound

qualitative analysis, but it is an importamnsideratiorio mention.
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Recommendations for Future Research

In light of the limitations of this stu@yt is recommended that these predictor
variables be resedredin different populations of online faculty. Given the distinction of
this university as a private evangelical higher education institution and the responses of
faculty that highlighted the importance of their personal faith and faith alignment with the
institution, the mechanism by which their organizational commitment is fostered could be
unique and not applicable to nfaith-based institutions. Alseecruiting a population
more representative of the larger population by race is another need fer futu
investigation.

Further research could also benefit by investigating the potential relationship
between these predictor variables and the outcome of job performanceypossitated
by organizational commitment. With organizational commitment bemkgd to outcome
variables such as job performance in other populations, it would be pertinent to
investigate if this applies to online faculty. Lastly, based on the consistent theme of
alignment with the organization and the ideological basis of thisgHetare research
thattease®ut the possible conflation of organizational identity and affective
organizational commitmentould be beneficialln many of the faculty responseikey
mentionidentifying with the university. It is important to ndteat affective commitment
and organizational identity are often conflated in literature, howéwey represent
empirically different constructs. While affective commitment represents the emotional
attachment and sense of belonging with an organizatigan@ational identity implies
the Ilinking between the ensplicangepi(P&im&cogni t i

Garc?2a, 2012). Both terms describe the emp
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organization but are linked to different outcomes (Adhfet al, 2008). Affective
commitment is based on the premise of an exchange of resources between the employee
and the organizatiQnvhile organizational identity is based on the perceived similarity
between the employee and the organization (Davila &@a2012) This study focused
on affective commitmenhowever, themes from the qualitative responses suggest the
importance of organizational identity for online faculBfarifying the impact these
related but distinct voganizatidndl eommitmantvell on o n |l
further advance the understandinghofv online faculty develop their sense of
commitment to their intuition.
Summary

This mixed methods studdimedto explore the factors that contribute to online
facul tyds or gan iKeyaesultointladed the dinding thatmoelinet .
facultyods | engt h oyfposdive pelatoyshiewith thelm @tinuances | i g h
commitment. Theentralfinding of this study vasthe results of the leader member
exchange and perceived organizational support correlations and-figlletepwise
multiple regression analysis. While both leader member exchange and perceived
organizational support showed a relativelpsy correlation with their overall, affective,
and normative organizational commitmgntvas shown in the stepwise multiple
regression analysis that perceived organizational support was the main contributor to
online facultyds o Mawofihegaantitatve findingeveerami t me n t
supported and elaborated upon by the qualitative findings. When asked to describe what
it means to be committed to their institutitinis sample of online faculty shared a

complex definition with themes of job perfoance, ideological alignment with the
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university, and transactional messages to define their commitment. Similarly, when
online faculty were asked what specific factors contribute to their commitment to their
institution, a complex list was provided witlommon themes of the importance of their
personal character, alignment with the university, supportive relationships, enjoyment of
the job, and financial reasons.

The last qualitative questiaskedonline facultywhat theiremploying institution
coulddoto improve their organizational commitment. Online faculty reported that while
many were happy and commitiede institution could improve their policies and
procedures and make greater eBdotshow that they value their online faculty with
tangible irvestments such as increased pay;tiaile positions, and greater job security.
Many of these findings are supported by a Biblical understanding of man and the
conditions best suited for a healthy relationship with work and others. While many of the
findings can be understood through the theoretical principles of the social exchange
theory,these findings suggest that there are more valuable motivators for online faculty
of faith, namely their service to their Lord. In this case, online faculty need arsuppo
institution and supervisor to live out their occupation as an online eduddisrstudy
confirms that man is designed to have a purpose and industry in his relationship with
work, which is best achieved throughklesire to serve the Lord under faird equitable

working conditions.
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